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Reflections of Female Band Directors:
The Perceived Effect of Sex, Gender, and Race
on Career Experiences and Professional Practices

Robyn M. Olichwier Lawrence, M. M.
James Madison University, 2020

Supervisor: Lisa M. Maynard

The purpose of this study was to examine the introspections of female band
directors, and their perceived beliefs about the effect of sex, gender, and race on their own
personal career experiences and professional practices. Participants (N=82) were all current
members of Women Band Directors International. After contact through the organization’s
website, participants were invited to complete an online survey that consisted of 39
multiple choice, Likert-scale based questions. An optional short answer question was
included in the survey (totaling 40 questions), to offer participants the opportunity to share
information about personal experiences if they felt comfortable.
Important findings from the current study, were that the majority of participants
(80%) had experienced feelings of underestimation during their careers, and 80.21% had
perceived that band director colleagues may have had mistaken beliefs or ideas about them
and their capabilities as professionals. Over half of participants (60.49%) reported having
experienced feelings of being unqualified and/or imposter syndrome during their work as
a band director due to gender, 81.48% believed they had been spoken to differently in
comparison with male band directors colleagues, and 92.59% reported feeling they had to
viii

prove themselves more than male colleagues in order to be taken seriously. Forty-seven
percent of participants responded that they perceived their sex was never an advantage in
working with male colleagues. The majority of participants (67.9%) reported they felt their
gender was not represented well within the band community, and 83.95% felt there was
and continues to be an overall gender gap within band director profession. Results
highlight need for professional organizations, teacher training programs, and school
districts to create working environments where female band directors can have more
positive experiences and support. One way to do this is to increase the number of female
mentors. Additionally, data displayed an imbalance of race representation within band
director profession, due to majority of participants and their mentors being White. More
races could be successful as band directors, if a greater percentage of mentors represented
non-White population in professional organizations and teacher training programs, and
school districts worked harder to recruit/retain band directors of color.
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Chapter 1: INTRODUCTION
“Moving into my 26th year of teaching I do feel that things have gotten
better in relation to both gender and race in our field, at least in the areas in
which I have taught. However, until my fine arts director doesn't feel the
need to say things like "wow, my ladies are really kicking my gentleman's
asses at this festival" while still primarily employing women at the MS level
and not the HS level we've still got work to do.” (Participant 19)
In the past few years in the United States (and around the world for that
matter), issues of sex, gender and race have grabbed the media headlines, and the
national conversations of millions of people. Global recognition that indeed a time
has come for change in terms of how women and people of color have been
mistreated in the past has been ongoing. While the place of women in many
professions in society has continued to have grown and developed in a positive way
in more recent times, there are still some bastions of tradition that remain in dire
need of rethinking and reevaluating their current practices with a mindset to
ensuring that all people who contribute to their system feel welcome, valued and
safe, as well as being confident of their own ability to succeed.
Today, the field of Music Education is one profession that for many people
gives the impression of being fairly well balanced in terms of its makeup of male
to female professional practitioners – perhaps unlike its former incarnation where
often times women were completely left out or marginalized in terms of the
important roles and contributions they made to its history. Despite, more recent
changes, the field of teaching band is still one that has a reputation for being male
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dominated, at times is recognized for being unflinching in its emphasis on
sameness, and consequently, has the potential to find itself in the middle of its own
version of a “Me Too” movement in the not too distant future if people in the
profession and outside of it do not take time to reevaluate the current status and
treatment of women and girls who dare to want to dream of becoming a band
director one day.
Purpose of the Study and Research Questions
The purpose of this study was to examine the introspections of female band
directors, and their perceived beliefs about the effect of sex, gender, and race on their own
personal career experiences and professional practices. Participants (N=82) were all current
members of Women Band Directors International a professional organization that
(according to its website) is the only international organization dedicated to the goal of
“promoting women, providing support and community, and mentoring women in the band
field”, and is open for membership to “women band directors of all pedagogical levels and
years of experience from college students to retired directors” (womenbanddirectors.org).
The following research questions were examined:

1. How does gender/sex influence the career experiences and professional practices
of female band directors?

2. Does age and/or race influence the career experiences and professional practices
of female band directors?
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3. In what ways does having or not having a male or female mentor(s) affect the
career experiences and professional practices of female band directors?

4. Do female band directors perceive that their gender/sex affects their professional
relationships in the workplace?

5. How do female band directors perceive that gender/sex influences their
performance assessment results?

6. Do female band directors relate to the concepts of "*imposter syndrome" and
"gender gap"? (*"The persistent inability to believe that one's success is deserved,
or has been legitimately achieved, as a result of one's own efforts or skills," as
defined by the Merriam-Webster Dictionary.)

The following research study involved gathering numeric data through a survey,
from band directors, ranging from elementary, middle, high school to collegiate level band
directors. "Question Pro" provided through James Madison University services was the
only survey tool used. Questions for the survey were written with the intent to examine
reflections of female band directors, and the perceived effects of sex, gender, and race on
their career experiences and professional practices. The research survey was used to
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investigate the experiences of female band directors. The survey had 39 multiple choice
questions (that were mostly based on Likert scale answers), with one optional short answer
question. As results stated, the survey took approximately seven minutes to complete.
Survey responses were strictly anonymous.
I was able to receive permission from the Women Band Directors International
group, for sending out the electronic survey created for this project. Many women from
this group volunteered to complete the survey. As stated from the organization's website,
"Women Band Directors International (WBDI) represents women band directors of all
pedagogical levels and years of experience from college students to retired directors. It is
the only international organization for women band directors featured toward promoting
women, providing support and community, and mentoring women in the band field."
Six main themes emerged during the examination of the results from the electronic
survey. “Age Group and Commenced Teaching Age” created theme one. Theme two
consisted of “Race as it Pertains to Response Distribution, Mentors, and Feelings of
Underestimation.” “Gender Expression and Sex as it Relates to Mentors, and Feelings of
Underestimation” outlined theme three. Theme four comprised of “Mistaken Beliefs,
Spoken to Differently, and Proving Yourself.” “Sex as it Relates to Advantages with Male
Colleagues, Administration, and Negative Verbal Feedback,” developed theme five. The
final theme described “Gender Representation and the Gender Gap.”
Little research has been conducted with quantitative studies and assessing specific
numeric data. Information provided from this study should influence continued research,
but not just in identifying gender discrimination in music education, but as well as finding
and implementing what should be done to stop it. As a teacher, this is a topic of great
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importance for current and future band directors. My goal is to be a role model and
advocate for gender equality for all educators and students.
Limitations
Based on the data retrieved from the Women Band Directors International (WBDI)
Facebook page, there are roughly 2, 384 members. Out of those members, 102 decided to
willingly participate in the research survey. Of the 102 participants of the research survey,
with the 82 that completed the survey, 82.22% categorized themselves as White. Because
the majority of participants were denoted as White, a full representation of data regarding
race, ethnicity, origin, or culture is missing. Additionally, the study was confined to the
participants of only those who are members of the WBDI organization. This may have
been what directly impacted the results, of only having a certain category of representation
of participants. The results may have changed significantly if a wider range of population
would have been incorporated into the study.
Area was another limitation of research. Of the 102 participants, 30 of the 50
United States of America, in addition to a few participants from the District of Columbia,
took part in the survey. Two providences of Canada, and one area from Italy were also
represented. Every area, such as different states, school districts and counties, has different
requirements and specificities regarding education, employment environments, and
available opportunities. Members of WBDI represented from these specific areas, might
have greater access to technological resources, allowing them to be aware of the WBDI
organization, as well as cognizant of overall ethnological circumstances that cater to certain
areas of population. It is unaware of whether or not these members who participated in the
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survey, represented areas of poverty, or how rural, urban, or suburban areas may affect
certain responses and overall participant views of a situation.
Timing constraints may have also directly impacted who was able to be involved
in the survey. The electronic survey was completed by participants dating from July 22,
2020 through August 3, 2020. During this time, the Corona Virus Disease, or COVID-19,
was still fairly new, causing panic throughout all nations of the world. Educational systems
everywhere were shut down and forced to consider many other changes of how to continue
schooling and employment safely. Moreover, many individuals were directly impacted by
the deaths that were caused by the virus. For many teachers, August is also known as the
month when panic starts to set in again, as this is the month when students and/or teachers
begin ultimately preparing to go back to school for the new year. COVID-19 heightened
this anxiety even further than normal. As a result, many educators who may have initially
taken part in this research study, may have chosen not to, due to the ongoing tensions that
the coronavirus caused.
Implications
The following discusses the implications of the research study “Reflections of
Female Band Directors: The Perceived Effects of Sex, Gender, and Race on Career
Experiences and Professional Practices.” As noted in the limitations section of this study,
research needs to be pushed further to incorporate accurate data collection regarding race,
and how it effects career experiences and professional practices on a personal level with
music teacher band directors. New research studies need to be created, and more data
needs to be found and collected, that represents a larger range of races, ethnicities, origins,
and cultures, other than White, as was mostly represented in this research study.
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Correspondingly, there are gaps of missing information displayed in the literature review,
since there was an inability to find as much literature sources which discussed race and
how it pertains to specific career experiences of the music teacher. Most literature research
sources contained information regarding how race impacts the aspects of education on the
student, rather than on the experiences of the adult music educators.
It would also greatly impact music education research to know how, or if, end
results would have been altered, if the electronic questionnaire would have not only been
provided to the Women Band Directors International organization members. Members of
the organization may only represent a small number of female band directors represented
in the music education field. It is also unknown for sure whether or not the participants of
the electronic survey were elementary, middle, high school, or collegiate level band
directors. Status of occupation and the number of years of experience a teacher may have,
may alter each respondent’s specific outcome of data, and their views within the field.
Ideas for future research may be impacted if only a certain age group, or level/number of
years of experience is taken into consideration when developing a different study group.
As mentioned in the literature review section of this research study, Jones (2010,
pp. 59-60) states the importance of women band directors having a mentor(s). Grant &
Haack (2000, p. 3) have also expressed that younger women who have other women as
their mentors are more likely to extend their goals in the future. This current research study
displayed how the majority of mentors available for band directors who participated in the
electronic survey, still remains predominantly white male, implying that more still needs
to be done to support the minority representations of females and other ethnic groups within
the topic of band directors.
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This study represents one of the first large-scale research studies to be completed
on a quantitative level, with a large number of participants, as compared to previously
completed research studies. Throughout my time researching as many past journal articles,
books, research papers, theses, and dissertations, almost all documents focused on a small
number of participants, usually between three and no more than ten, qualitatively. I was
able to attain data from over 100 research participants who were from across 30 states in
the United States, the District of Columbia, two Canadian provinces, and Italy. I hope this
signifies a push in the right direction towards advancement in the research of study in the
field of music education, and also beginning to develop equality and equal representation
within the profession.
Definitions
For the purposes of this study, the following definitions were applied:
Administrator
A person who manages or supervises the conduct of school environment and its
employees.
(“Administrator,” n.d.)
Band
A music ensemble consisting of wind and percussion instruments.
Band Director
One who conducts a middle/high school or college band.
Career
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A field for or pursuit of consecutive progressive achievement especially in public,
professional, or business life Conductor – the leader of a musical ensemble.
(“Career,” n.d.)
Discrimination
The unfair or prejudicial treatment of people and groups based on characteristics
such as race, gender, age or sexual orientation.
(American Psychological Association, 2019)
Ethnicity
The fact or state of belonging to a social group that has a common national or
cultural tradition.
(“Ethnicity,” n.d.)
Female/Woman/Women
A person who recognizes or establishes themselves as one of these terms regardless
of biological sex or sex at birth.
Femininity
The qualities or attributes regarded as characteristic of the female gender or female
biological sex.
(“Femininity,” n.d.)
Gender
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The behavioral, cultural, or psychological traits typically associated and selfidentified with one’s sex.
(“Gender,” n.d.)
Gender Bias
Behavior that shows favoritism toward one gender over another.
(“Gender Bias,” 2018)
Gender Discrimination
Unequal or disadvantageous treatment of an individual or group of individuals
based on gender.
(“Gender Discrimination Defined,” n.d.)
Gender Equality
Equal rights, responsibilities and opportunities of males and females.
(“Gender Equality,” n.d.)
Gender Expression
A person's internal sense of being male, female, some combination of male and
female, or neither male nor female.
(“Gender Expression,” n.d.)
Gender Gap
The difference in opinions or attitudes between men and women concerning a
variety of public and private issues.
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(“Gender Gap,” 2011)
Gender Representation
The description or portrayal of a person’s gender in a particular way.
Glass Ceiling
An intangible barrier within a hierarchy that prevents women or minorities from
obtaining upper-level positions.
(“Glass Ceiling,” n.d.)
Identity
The fact of being who or what a person or thing is.
(“Identity,” n.d.)
Imposter Syndrome
The persistent inability to believe that one's success is deserved, or has been
legitimately achieved, as a result of one's own efforts or skills.
(“Imposter Syndrome,” n.d.)
Isolation
The state of being in a place or situation that is separate from others.
(“Isolation,” n.d.)
Male/Man/Men
Person who recognizes or establishes themselves as one of these terms regardless
of biological sex or sex at birth.
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Male-dominated
Controlled mainly by or consisting mainly of men.
(“Male-dominated,” n.d.)
Masculinity
The qualities or attributes regarded as characteristic of the male gender or male
biological sex.
(“Masculinity,” n.d.)
Mentality
The set of one’s mind, view, or outlook.
(“Mentality,” n.d.)
Mentor
An experienced and trusted adviser; a trusted counselor or guide.
Networking
The action or process of interacting with others to exchange information and
develop professional or social contacts.
(“Networking,” n.d.)
Question Pro
Web based software for creating and distributing surveys.
(“About,” n.d.)
Race
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A group within a species that is distinguishable (as genetically, or behaviorally)
from others of the same species; a group of people sharing a common cultural,
geographical, linguistic, or religious origin or background.
(“Race,” n.d.)
Role Model
A person looked to by others as an example to be imitated.
(“Role Model,” n.d.)
Sex
Either of the two major forms of individuals that occur in many species and that are
distinguished respectively as female or male especially on the basis of their
reproductive organs and structures.
(“Sex,” n.d.)
Sex-based Discrimination
The unfair or prejudicial treatment of an individual person or group of people based
on gender or sexual orientation.
(American Psychological Association, 2019)
Sexual Harassment
Any activity which creates an intimidating, hostile, or offensive work environment
for members of one sex.
(“Sexual Harassment, 2018)
Stereotype
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A widely held but fixed and oversimplified image or idea of a particular type of
person or group of people.
(“Stereotype,” n.d.)
Tradition
An inherited, established, or customary pattern of thought, action, or behavior.
(“Tradition,” n.d.)
Underestimate
Regard (someone) as less capable than they really are.
(“Underestimate,” n.d.)
Unqualified
The feeling of being incompetent or not sufficiently knowledgeable to do
something.
(“Unqualified,” n.d.)
Women Band Directors International (WBDI)
An international organization for women band directors toward promoting women,
providing support, community, and mentoring women in the band field.
(“WBDI,” n.d.)
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Chapter 2: REVIEW OF LITERATURE
According to the findings of research relevant to the topic, the impact and influence
of sex, gender and race as they relate to the process of female music students choosing to
become Band Directors, and then later becoming teachers of band cannot be
underestimated in terms of their potential for contributing either positively or negatively to
the personal and shared experiences and perceptions of those females who choose to enter
what has long, and still to a certain extent continues to be, a profession that for decades has
identified as being male dominated. While from the perspective of many people who are
familiar with the field of music education it may appear that the profession is well
represented by both males and females, the findings of research discussed in this chapter
serve to highlight the realities that even in the twenty-first century there are areas within
the profession that could serve to rethink its current trajectory to allow for more equal
representation of women. The specialization of teaching band is one area within the realm
of music education that, if one considers the findings of past and current research, that
perhaps is not, and has not, been as welcoming to women in the profession as it should
have been in the past or potentially could be now and in the future.
Research Findings Specific to Sex and Gender in the Field of Music and the Profession
of Music Education
In researching the topics of sex and gender in relation to the personal experiences
of current female band directors, it is useful to examine from an historical perspective the
available literature in relation to organizations, practices and beliefs in the field of music
and in the profession of music education. One of the largest and most popular and wellattended conferences for instrumental educators in the United States is the Midwest Clinic
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International Band, Orchestra and Music Conference, that is held annually in Chicago,
Illinois. With its emphasis originally being more focused on band than orchestra since its
inception in 1946 until more recently, it has long been identified by band directors as being
an important conference for professionals in the field to attend, present and perform at. As
such, from a research perspective, an analysis of the history of those previously attending,
presenting and performing can be useful in terms of mapping the participation of female
ensemble directors during the period of time since the beginning of the conference until
more recently.
Sheldon & Hartley (2012), collected data specific to the gender of attendees who
were invited to perform as conductors at the Midwest Clinic during the 61 year time period
between 1947 and 2008. Results highlighted the huge disparities at all levels of education
between the number of male invitees versus female who conducted groups at the
conference. In discussing their findings, Sheldon and Hartley (2012) emphasized the fact
that while many in society at the time their study was completed, may have been under the
assumption that gender biases and discrimination do not exist in the profession of music
education, due to the increase in female leaders during the twenty-first century, that this
belief is inaccurate given the fact that the increase has relatively small.
Of the invited elementary school level conductors during this time period, 13 were
male and 1 was female. At the junior/middle school level 71 men compared to 35 women
directors were invited to conduct, while at the high school level 264 male directors
compared to 15 females conducted at the clinic. At the university level, 94 males conducted
ensembles compared to 0 women, while adult ensembles conductors outweighed the
females in their profession by 68 to 1. Perhaps not surprisingly, of the 31 military group
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performances during the time period studied, all were conducted by men, and the 9
ensemble performances classified as “other,” were also all conducted by men (Sheldon &
Hartley, 2012, p. 45).
Indeed, the role played by professional music organizations in helping women to
feel welcomed and valued in the band world is also crucial in terms for the potential to
assist women musicians in being successful as they follow their career aspirations to
become successful band directors in the twenty-first century. Reichl (2020), highlighted
the Women Band Directors International organization (WBDI) - formed in 1967 – that was
originally known as the Women Band Directors National Association, and in its 50 years
of existence has been recognized as being one professional music organization that has
made a positive impact in supporting women in their chosen careers. Perhaps, not
surprisingly given what the research on this topic semes to highlight, WBDI is known as
“the only international organization for female band directors formed to endorse women,
provide support and kinship for women, and mentor women in the band field” (pp. 22-23).
Jordan (2006), interviewed nine women who were between the ages twenty-one to
fifty-six, regarding their experiences as professional musicians. The results of this study
highlighted how women who are professional musicians perceived themselves to be at
much greater risk of being potentially scrutinized at greater levels than their male
colleagues, specifically in regards to “age, beauty, sexuality, identity, and image” (p. 97).
Responses provided by the female participants also suggested that they shared similar
perceptions in regards to the idea that gender discrimination was not uncommon in their
field, and the belief that some men may have a tendency to want to socially control the
opposite gender(s). The topic of jealousy in relation to men being potentially jealous of

18

their female counterpart’s successes was also noted. The researchers noted that these
inhibitions have the potential to compile together to put women in what they termed “loselose situations,” where they may potentially be being assessed with higher expectations,
yet are credited with lower levels of accomplishment than their male colleagues (p. 85).
In the Sourcebook for Wind Band and Instrumental Music (Battisti, Berz, &
Girsberger, 2014), chapter seven reports on the awards and prizes given since 1943 to
composers and their compositions in the field. Out of the 215 accolades listed, a total of
204 awards were awarded to men, while only 11 were awarded to women. Amongst the
awards mentioned, perhaps the most revered in the profession of music composition, the
Pulitzer Prize in Music, was awarded to sixty-three men and five women. The five women
in questions were Ellen Taaffe Zwilich (1983), Shulamit Ran (1991), Melinda Jane Wagner
(1999), Jennifer Higdon (2010), and Caroline Shaw (2013).
For the Grawemeyer Award in Music, 24 males and three females: Joan Tower
(1990), Kaija Saariaho (2003), and Unsuk Chin (2004); were the recipients. Under the
heading of Wind Band/Ensemble Composition Awards & Prizes, there were seven other
additional honors noted. A total of fifty men and only one female composer, Lorette
Jankowski (1976), have been the recipients of the American Bandmasters Association’s
prestigious Ostwald Prize. Two other competitions listed in the chapter by Battisti, Berz,
& Girsberger (2014), highlighted the success of one female composer, Kathryn Salfelder,
who was recognized twice in the same year (2008) for her work by being awarded the
ASCAP/CBDNA Frederick Fennell Prize for Best Original Score for Concert Band (5
male recipients), and the Walter Beeler Memorial Composition Prize (11 male recipients)
(pp. 63-71).
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In a number of instances, it appears that at the time of publication of the Sourcebook
for Wind Band and Instrumental Music that there were, to that point in time, some
awards/competitions in the field of composition that had never been awarded to a woman.
These included: the Barlow Endowment for Music Competition (4 male recipients); the
National Band Association’s William D. Revelli Memorial Composition Award (35 male
recipients); the National Band Association’s Merrill Jones Memorial Young Composer
Band Composition Contest (6 male recipients); and the College Band Directors National
Association (CBDNA) Young Band Composition Contest (6 male recipients).
Throughout the introduction to Women Making Music the Western Art Tradition,
authored by Bowers and Tick (2016), specific examples of how women were excluded
from an extensive amount of musical history have been highlighted. Women were not
wanted in professional areas, especially those creating new developments.
Absence of women in standard music histories is not a result of their
absence in musical past. Rather, the questions so far asked by historians
have tended to exclude them (p. 3).
Specifically, females were believed to be incapable of writing “higher forms” of music
such as opera or orchestral music. Many music institutes further curtailed what would
otherwise have been an opportunity to change this situation by choosing to only share and
teach about only a small number of the important contributions of women to the field of
music, while some chose not to address the topic at all (pp. 3-4). As women continued to
want to be a part of the profession of music, they again were confronted with the idea that
“sex-integrated education would dilute the seriousness of professional study” (p. 8). Even
when women first pursued music conducting positions, if allowed, they were usually only
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able to direct female-only music ensembles, which were most often considered “lower
status” positions (pp. 9-10).
In the book, In Her Own Words: Conversations with Composers in the United
States, Kelly (2014) interviewed 25 current female composers about their experiences in
their chosen profession. As an educator, performer, and music conductor herself, Kelly was
conflicted with the small number of female composers represented in textbooks and music
education classrooms, and as a result made the decision to investigate the topic of women
composers as “underrepresented populations.” As a result of the information collected
during her interviews, Kelly concluded that, unlike men, “females did not fill pages of
common textbooks or music-score libraries; female composers did exist but were not fully
recognized” (p. 3). Kelly reflected on her own perceived biases on female composers as
noted – “…I mistakenly believed that the number of talented women in music was small
and their few musical scores worth of study were already available on library shelves” (p.
2). She also made note on the scarcity of accessible published works, either on cost or
availability due to less awareness and desire for performance around the female composer
catalogs.
Similarly illustrative of Kelly’s work, McClary (2012) in her Making Waves
keynote address for the twentieth anniversary of the Feminist Theory and Music
Conference, shared how her own experiences training as a musician also lacked mention
of the historical contributions made by female composers in the field of music. During the
beginning of her studies, the author of the keynote address, reflected that she and her
classmates, were always told, “that there had been no female composers,” (p. 88). Even
then when she tried to “sneak a woman in here or there,” with her research projects, her
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initiative to do so was denounced as “an imposition of dangerous ideologies of education
processes” (p. 88). McClary also noted in her address that it was not until the 1980’s that
certain research studies began mentioning the contributions of women composers in the
history of music.
Research Findings Specific to Sex and Gender Relevant to Teaching Band
In 2015, Music Theatre Dance (MTD) Research began publishing a census, that
illustrated the representation of Music Educators by gender, grade-level, and content area,
in private and public schools, throughout the United States. In 2015, documentation
regarding Band Directors revealed that, for all Middle School levels (grades 6-8), males
represented 9,171, or almost two thirds (64.4%) of all band directors, while females
represented 5,070, or slightly more than a third (35.6%) of all directors. At the High School
level (grades 9-12), men represented 10,369, or 79.45% of band directors, in comparison
to their female counterparts, who represented 2,682, or 20.55% of band directors (Yoder,
2015).
Fischer-Croneis (2016) determined that while the presence of women had increased
in some professions, such was not the case in the band world. While the majority of degrees
in Music Education throughout the United States may have been earned by women,
Fischer-Croneis found that women were still underrepresented in the band profession,
especially in comparison to the other areas of specialization in the music education
profession. Specifically, during the time when the research was undertaken, females
represented about one-half of all undergraduate students pursuing Instrumental Music
Education concentrations. However, during that same time period beyond graduation,
women only filled one-third of middle school band teaching positions. Another interesting
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finding by Fischer-Croneis was the noticeable propensity for the number of women
teaching band to decrease significantly as the level of professional and musical difficulty
(e.g., high school to college to the professional realm) increased. Some states had as few
as 9.4% high school band directors who were women (p.180).
Robinson (2010) examined the reasons why there may be fewer women band
directors than men in the profession. One idea cited, was that the world of instrumental
music is still an “Old Boys Club,” which manifests an extra barrier into which females are
unwelcomed. Consequently, many women band directors may end up feeling that there is
no point to working so hard, when they are continuously made to feel as though they are
unrecognized and unwelcomed members of this club, and that their professional
accomplishments are not taken seriously in the masculine created system within which they
work (pp. 39-40).
Similarly, Tsou (2015), examined hiring practices within the academic academy in
the mid-twentieth-century, and identified specific issues that could serve as barriers to
women advancing in the profession which echo the findings of Robinson (2010). Such
areas of concern were “fear of feminization, agentic and communal qualities, male
privilege, and the old boys’ network” (pp. 28-34). Robinson suggested similarly that due
to these inherent, seemingly built into the system, obstacles, that the “glass ceiling” may
indeed look too high and impenetrable for women to want to pursue career advancements
in the field of band, especially those with type A personalities who may determine that the
additional efforts and gender related stresses associated with high level positions may not
be worth the extra work or potential for failure due to a system that been built with an
historical bias towards men.
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Coen-Mishlan (2014), explored the issue of gender discrimination in the band
world through an examination of three case studies of female High School Band Directors,
each representative of different career stages. One music educator had experience of
teaching for five years, but only three of those years were as a high school band director.
Another participant had taught high school band for twenty-eight years, and the last
individual chosen, was a semi-retired band director, who had taught for thirty-six years.
All were data collected from the completed questionnaire, interview transcriptions, and
focus-group conversations, was coded and analyzed to identify a number of themes (pp. 13).
A number of common themes that emerged as a result of the analysis of the
participants responses. Perhaps most noticeable was the shared feeling of being treated
differently in comparison to their male band director colleagues, specifically in relation to
adjudicated performance assessments, and their interactions with administrators.

A

perceived lack of acknowledgement for their accomplishments, in addition to believing
that they had to work harder than their male colleagues to be successful, was also evidenced
through the women band director’s responses. “Being a female band director has presented
negative personal and professional experiences” (p. 12). One participant explained that
she felt it was easier for men to be successful as band directors, since “their opinions are
not questioned, and their reasons for directing are not questioned” (p. 13).
Sears (2017) interviewed a fifty-two-year-old female High School Band Director,
who had twenty-two years of teaching experience in the Northeastern United States.
Throughout the interviews, various topics were discussed, including those of “isolation,
stereotyping, marginalization, sexual harassment,” and the participant was asked how these
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themes might have played an important role, not only in her professional life, but also in
the creation of her own personal identity (p. 101). The female band director, “Cathy” stated
the following: “I feel that being a woman has held me back…I feel that it’s taken me longer
to get to the point where I am today” (p. 108).
Cathy also shared repeated instances of sex-based harassments - specifically from
a school Superintendent - that she had dealt with for many years throughout her career that had created permanent negative impacts of her mental health. In one instance, her
superintendent had become “angry, hollered, and ripped Cathy apart” directly in his office.
Cathy spoke of no positive interactions between her and the superintendent, expressing her
constant fear of him. In contrast, once when Cathy had been on a maternity leave, she had
her husband (a fellow band director) take her to attend a marching band event. When Cathy
appeared at the event, with her baby, to support the band, she noticed that the same
superintendent was “shaking hands,” and “patting backs,” with her husband, displaying
“immediate mutual respect” (p. 104).
As defined by the United States Equal Employment Opportunity Commission,
“sex-based discrimination involves treating someone (an applicant or employee)
unfavorably because of that person's sex” (2019). Carlsson and Sinclair (2017) completed
an investigation to further understand prototypes and same-gender bias in 797 male and
female participant’s perceptions of hiring discrimination. Results of the study suggested
that both genders agreed that more discrimination was present against women than with
men, when the employment was viewed as a male-dominated profession. Furthermore,
participants in the study were less likely to apply to a category of job where they felt
discrimination against women would be present.
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Bovin (2019) conducted a series of twenty-two interviews with band directors from
around the state of Connecticut, with at least one female high school band director
(FHSBD) from each of the counties within the state being included in the interviews. From
the responses of these eight different female band directors, the researcher hoped to
determine what the “essence,” or “phenomenology,” of FHSBD’s might be. In a similar
vein to previously mentioned research outcomes in this review of literature, all of the
women who were interviewed reported having experienced very similar negative
circumstances whilst working in the band world, even though they did not share common
characteristics such as character, age, marital and/or maternal status, and the school
programs in which they worked differed. The overall finding of this research was that, if
a female is to stay in the High School Band Director profession, she must remain
“persistent,” regardless of negative setbacks (p. 42).
Research Findings Specific to Race Relevant to Teaching Band
In her article, The Sounds of Silence: Talking Race in Music Education, (2007),
Bradley addresses the issue of how society has a responsibility to address issues of racism
and exclusionary practices in the field of music education. In doing so, she proposes the
following:
Taking the risk of talking about race is important for future music
education as a discipline, and for our students who look to us for
guidance on becoming music educators. We need to break the silence
that maintains the complicity in preserving racism as a result of leaving
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whiteness the undisturbed and undisputed cultural norm. There is a need for social
justice in music education” (p. 143).
Bradley further argues that while Western Art Music remains the primary focus of
collegiate level music curriculums, thus providing a very limited focus, that such programs
will remain exclusionary, and highlights the tendency of upper education establishments
to resist change, stating that the continued emphasis of Western “high art” music, outlined
by colonialist representations, causes a biased distinction of “our” music and “their” music,
or “high art music” and “popular” music (pp. 147-150). Bradley writes that future
generations who develop social consciousness will positively impact many structures of
societies (p. 155).
In a 2012 editorial, Bradley further explored the aforementioned topic, by posing
the question: “How is cross-cultural or intercultural understanding possible?” (p. 188).
Bradley argues that while music educators constantly both hear and use the phrase, “music
is a universal language” (p. 193), they should be sensitive to the fact that it can be a blinding
statement, that causes people, especially teachers, to believe there is not a need for
contextualization when teaching music. As a result, rhythms and notes become the
primary, or even sole concentration, instead of on exactly how and why something should
be learned and taught based through its creation in history and cultural contexts. Bradley
proposes that future music teachers need a more enhanced education on how best to
incorporate their teaching within political contexts, and that not doing so, risks devaluing
the arts in education (pp. 193-194).
Bradley, Golner and Hanson (2007), created a university seminar course titled,
“Race Issues in Music Teaching,” that spanned over a 15-week time period. One of the
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most important themes discovered as a result of the course, was the lack of time and
resources provided and taught to undergraduate and graduate students studying to become
music educators. The researchers suggested that this potential lack of multi-race music
education may set future teachers up for failure, by inadvertently not setting them up to
successfully teach multicultural arts. “No one can really understand any certain culture
from a few pieces of music” (p. 300).
The researchers noted that whilst the often reported defense of “time constraints”
used by countless educators to justify not teaching multiculturalism, whether it be at the
elementary, middle, high school, or university level (p. 300), might be to some extent true,
that regardless it is not a good enough excuse to warrant not addressing such an important
issue. Furthermore, the researchers proposed that this lack of multicultural educational
training for future music teachers can then implicitly lend support for a continued
repetitious cycle of white supremacy to have the potential to continue to exist in the field
of music education (p. 302). According to Bradley et al., “Whiteness is deeply embedded
both in society and in many music education practices, including multicultural music
education,” (p. 303).
The overarching theme in Hess’s (2017) research is to approach issues of systemic
race barriers and issues in the most direct format possible. Her belief is that by doing so,
issues may come to light more readily and can be addressed in the most genuine way
possible (p. 15).
Using explicit language allows us to address injustices and oppressions
directly, and to implement concrete and specific programs that work to
address the “intolerable whiteness” of music education” (p. 36).
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This direct approach to identification and progressive discourse around the pathological
power structures ingrained in not only Euro-centric music classroom education, but also in
life outside of the classroom forces music educators to develop a more complete awareness
of how deeply entrenched these regressive ideologies have become in our societal
hierarchy. “Educators must center issues of race and racism in their daily praxis, both
inside and outside the classroom” (p. 36).
Gustafson (2008) also notes that the Euro-centric derived style of education that is
prevalent within classrooms lead by white instructors, creates an antithetical environment
for African American students. African American students develop a different musical
lexicon in their early childhood based on cultural differences between races in America (p.
267). This lends these African American students to perceive and process in a manner that
is seen as unique or incorrect when superimposed on the Euro-centric model and standard
lexicon of musical understanding (p. 272).
African American students in the class marked the rhythm by nodding heads
and tapping feet, sometimes moving the whole body in synchrony with socalled weak beats. When this occurred, the teacher restated the directions.
The repetition of the concept to the students marking counter beats
communicated that their responses were wrong and that they should listen
more closely” (p. 273).
The resulting correction for perceived inability to properly follow along with identification
of “strong” beats is reductive to the African American student development because
disregards the cultural differences in upbringing and superimposes the idea of Eurocentricity as the only desired end product. According to Gustafson, the students then
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develop a sense of alienation from the music classroom because they are being disregarded
based on their own musical development (pp. 272-275).
Similarly, Hein (2020) writes: “By showing recognition to students’ musical
identities, educators could potentially attract many more young people to participate”
(Hein, 2020, p. 7). The foundation of a student’s identity in the music classroom is their
own music preference. In his blog, Hein further discusses how an adherence to the
university model of hierarchal delineation of musical importance by genre, and its
overwhelming focus on Euro-centric canon, creates a culture that presents itself as
dismissive to entire cultures and socio-economic groups around the world (pp. 2-4).
Because hip-hop gives voice to poor and working-class black people and
other marginalized groups, it presents opportunities for educators to guide
white listeners into difficult conversations about their own biases and blind
spots.” (p. 5).
Through the course of music educators who studied under the traditional model, coming
to realize the limitations of how it may have the potential to restrict and devalue other
musical genres that are more prevalent in the layman or “low” culture, these educators can
begin to address their own inherent whiteness in their daily practices and educational
approach (p. 3). Hein also writes that only by addressing the systemic nature of the
hegemonic structure, can music educators begin to prompt conversations that can directly
address the race driven and sometimes racial structures (pp. 2-6).
Researching Findings Specific to Visual and Other Stereotyping Relevant to Teaching
Band
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Stereotypes found in visual representations, have been known to influence
expectations, within society and professional occupations. The Music Educators Journal
(MEJ) has been a respected journal in the field of Music Education since its inception in
1914.

Kruse, Giebelhausen, Shouldice, & Ramsey (2014) analyzed 7, 288 photos

contained in all of the existing MEJ publications from the years 1962-2011. More
specifically, the photographs were categorized by gender and by depiction of whether the
person in the photograph was either teaching/presenting, conducting, or just shown in a
photograph along with their name (p. 485). Results found that, out of all 7,288 of the
photographs used as illustrations in the journal over the time span of fifty years, slightly
more than one tenth (11.94%) of the photographs were of conductors, slightly more than
two tenths (22.05%) of the photographs were taken of presenters or teachers, and the
remaining majority of the photographs (66%) were of named individuals.
Data specific to the photographs used, also revealed that the majority (71.38%) of
the photographs included in the journals were of men, while only 28.09% of the
photographs were of women, and that for 0.53% of the individuals of the photographs it
was difficult for the researchers to determine their sex based on the content of the photo (p.
490). Kruse et al. also noted that, “visual images play a powerful role in the construction
of identity, and individuals tend to adopt characteristics of visual representations” (p. 493).
Shouldice’s (2013) article previously mentioned in this review of literature also stated the
importance of equal representation of men and women educators within various teaching
positions, being displayed in the content of professional publications and represented in
coursework (p. 54).
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Gould’s (2005) findings from her study seem to have also supported those of the
later Music Educators Journal photograph study by Kruse et al of 2014 when she wrote:
In Western culture, seeing is synonymous with knowing. Seeing is the basis
on which women university band directors are known in the profession (p.
155).
Gould proposed that a female’s body may be more likely than that of a man’s to be
considered when she is on a podium conducting, and consequently, that she then has the
potential to be “gendered, raced, and sexualized” in a way that a man would not in a similar
situation (p. 155). As such, the further potential to detract and devalue from women’s work
within the profession may result in women being potentially marginalized as band
directors.
As an antidote to such bias, Gould suggests that women should celebrate their
differences, and value their own abilities to create growth and augment their chosen
profession. Discrimination in socialization, past historical patterns, segregation, and the
deficiency of role models, are all linked with the sexual differences between males and
females (pp. 156-157). Moreover, change is impossible, if the values of the members and
the structures created within the profession are not addressed. According to Gould,
members who are part of, and create the band world environment, continue to not
comprehend and acknowledge the causes that allow situations to persist (p. 148).
Reeser (2011) also explores perceptions and stereotypes relative to the concepts of
masculinity and femininity, and makes the argument that masculinity is “problematized”
when viewing it across different cultures, and that it is merely a “fabrication” that changes
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depending on a culture’s history. “Our assumptions of a natural masculinity are greatly
complicated…” (p. 2). Reeser uses an overall assumption that masculinity is “strong,
muscular, brave, hard, in control.” He states, “we know” that masculinity cannot be
described as “weak, soft, and emotional,” and masculinity “is the opposite of femininity”
(pp. 1-3).
Gamache (2017) examined the voices and body language of female orchestral
conductors in regards to how those characteristics might factor in to their development as
successful music conductors. According to Gamache, many of those who teach conducting
are inclined to continue to teach as in previous history, when there were only male
conductors. The problem with this, is that based on the differences between a male and
female’s body structures, traditional conducting behaviors that work for a man’s
physicality, may not receive the same successful results if used by a woman. “Conducting
is one of the only fields of practice where posture and gestures alone influence other
people’s actions…” (p. 50). As a result, according to Gamache, a conducting coach should
focus primarily on how to properly use each individual’s uniqueness, to teach more about
how a person can use their particular body type, to achieve the desired musical responses
from the musicians with whom they are working (pp. 50-51).
Sears (2014) has also addressed some of the same the issues Gamache (2017) noted
in relation to the female conductor’s body, stating:
…the persona problem in secondary instrumental music is not in the feminine
performance of masculinity, but in the underlying message that one is required to
perform the qualities of toughness, aggression, and assertiveness to succeed and
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earn respect in the field…It may be time to challenge the masculine/feminine
dichotomy as it relates to the band director persona” (pp. 9-10).
Towards the end of her article, Sears also declared that those in the field of music should
be contesting these prior notions of teacher and conductor masculinity. She then asks the
imperative question, of what would become of educators, as colleagues and professionals,
if instead of exploiting the idea that band directors are either feminine or masculine, that
we saw ourselves and others as creations of “organic, authentic, and original identities?
What might our students take away from our rehearsals if human connection, passion, and
democracy were the essentials of the band director persona?” (p. 10).
According to Sears and Abeles (2010), the band world is still viewed as a
“traditionally

masculine

profession,”

where

gender

“isolation,

stereotyping,

discrimination” still exists (p. 4). In this study, all eleven high school female band directors
agreed that women band directors were under-represented, especially in the high school.
Some of these stereotypes could be linked to past historical perceptions, such as the ones
that have contemplated whether women are able to balance work and home life. In
addition, it was discussed that past historical events in relation to how band had its
beginnings within masculine settings, such as within the military, has had an impact on
how women are viewed in the field. All participants mentioned that, to win respect as a
professional, they felt that they have had to work harder than their male colleagues.
Additionally, some of the female band directors shared the belief that stereotypes of women
have led to discriminatory practices in the hiring processes of secondary band director
positions (p. 8).
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Furthermore, since band is viewed as a masculine profession based on previous
history, female conductors are restricted on their abilities, because they must conform with
traditions. Pedagogical and profession perspectives of women on the conducting podium
needs to be critiqued, so women are accepted as their own self, separate from men. These
much-needed critiques should account for individual women’s experiences, regarding
conducting pedagogy curricula, customs and norms of the instrumental conducting
profession, with relation to how to find associated support structures (Bartleet, 2008).
Heilman and Okimoto (2007) undertook a series of three experiments in order to
determine if “communality”, as well as the “likability, interpersonal hostility, and boss
desirability” of prospective employees, had a direct correlation with applicants being hired
within male-dominated professions. The results of the study suggested that women who
displayed sincere communal actions could help to lesson, or possibly eliminate, negative
views towards themselves. In contrast to what many may believe, the study also confirmed
that women who are, or choose to become mothers in the workforce, can actually benefit
more than those who do not have children. Most notably, the results of this study seemed
to confirm that females who are efficacious within a male-dominated situation, are
probably likely to be penalized for that success.
“Doing what men do, as well as they do it, does not seem to be enough; women
must additionally be able to manage the delicate balance of being both competent and
communal” (p. 92). Further, according to Heilman and Okimoto “females should conduct
themselves communally, showing concern for others with a sensitive and nurturing
personality, acting sympathetic, kind, and understanding” (p. 81). If women do not adhere
to these gender stereotypes, then they risk being seen as breaking the rules of normalcy,
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and then may potentially risk the likely outcome of being penalized for their behavior (p.
81). Along with this, the researchers state that if a female acts with “self-promotion”
behaviors, then she is also at risk of violating the idea of female communality (p. 91).
Dodson & Borders (2006) released an article in The Career Development
Quarterly, suggesting that parental and school education needed to stop focusing on the
differences between “women’s work” against “men’s work”. By reducing this focus,
traditional career stereotypes would lessen towards future generations of employment.
Both men and women would benefit from weakened stereotypes, possibly causing greater
psychological benefits through feeling more satisfied with individual job choice.
Furthermore, more thought should be put into the creation of job descriptions, so as not to
promote male versus female work stereotypes. Administrators within work environments
should also deter attitudes of gendered-ruled atmospheres (p. 293). Most importantly, the
final view of the article highlights how occupation policies should work to “lessen the
work-family conflict,” to encourage job gratification, efficiency, and be more likely to stay
within their current employment (p. 294).
North, Colley, and Hargreaves (2003), investigated adolescents perceptions of the
music of female and male composers. For the purposes of this study, participants (N=153)
were asked to listen to six musical examples that could be grouped according to the genres
of either New Age, Classical, or Jazz. Prior to listening to each one-minute excerpt of each
the recorded examples, participants were provided with the biographies of the composer
who had written the work. Participants were then asked to choose and describe (from a
provided rated scale) whether they believed a man or a woman was more likely to have
composed in that style of music (p. 144).
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In reviewing the responses of the 63 male and 90 female, participants who were
between the ages of 16 to 19 years, it was determined by the researchers that the music of
the female composers was more likely to be perceived as being “gentle, soothing, warm,
and individualistic,” when compared with the music of the male composers, that the
adolescents labeled as being “forceful and innovative” (pp. 142-146). Gender stereotype
ratings were found in relation to what a commonly considered atypical attributes of men
and women. Depending on the genre of music, the gender of each participant tended to
align with the same sex of each composer in terms of the consistency toward them giving
more positive ratings towards their own gender, for both males and females (pp. 149-150).
Shouldice (2013) found similar stereotypical perceptions relating to the personal
characteristic of male versus female teachers. In an interview examining a preservice music
teacher's decision to teach Elementary General Music, the participant, Pete, expressed: “I
think many people have a perception that warm, kind women teach younger kids, and
strong, hardened men teach older kids…” (p. 54). Further, he expressed that, “the band
world is so traditional and rigid; even when trying to do something different, once into the
situation, you are almost demanded to conform to the situation…” (p. 50). According to
Shouldice, the band world continues to have a “status quo,” and those who do not abide by
it, are rejected (pp. 50-52).
Research Findings Specific to the Importance of Female Band Director’s Receiving
Mentoring During Pre-College, Collegiate and Career Experiences
Hellman (2008) conducted an exploratory survey of 152 undergraduate and preservice music educators, from six different collegiate institutions to investigate whether or
not, post-graduation, Music Education majors intended to pursue careers as music
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educators. Of the total number of participants surveyed, 68.2% were male, 43.3 %
identified as female, and 0.7% were classified as un-gendered. Results suggested that the
majority (68.2%) of the male participants wanted to teach at the high school level beyond
their graduation form university, and that only 4.5% of the male participants planned on
teaching music at the elementary school level.
For the female participants, the results seemed to be fairly evenly split between the
two aforementioned levels, with 30.6% of the female participants surveyed wanting to
work at the high school level beyond graduation, and 32.9% of the group of female
participants hoping to be teaching music at the elementary school level post-graduation (p.
67). The results of the study, also seemed to suggest that in terms of influence upon career
choice, future music teachers are most impacted in their decision to become music
educators by their prior interactions with former music teachers from their K-12 school
years. Similarly, the results of this research also suggested that what has happened in a
future music teacher’s past, will continue to be mirrored in his/her instruction of their own
future music students (pp. 66-68).
Grant & Haack (2000), in their investigation of the impact of mentoring and genderspecific role models on women college band directors at four different career stages, found
that females who have a mentor are more likely to succeed within the “male-dominated
field” of teaching band (p. 66), and that younger women who have other women as their
mentors are more likely to extend their career goals in the future (p. 3). The problem with
this, however, is that women wanting to be future band directors still have very few female
band director role models to look up to, who work in educational settings at the high school,
collegiate, or professional levels (p. 35).
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As noted by Draves (2018), practicing established teachers, especially experienced
music teachers, need to understand their professional and personal obligation to advocate
for and offer high standards of mentorship for new and younger music educators (p. 110).
By creating and encouraging more female leadership, and then using that leadership as
empowerment – not just for empowerment in one’s self but for the empowerment of others
– female band directors can only make the profession a stronger and more diverse one. In
addition, the benefits and positive outcomes of working in a professional setting where
everyone feels equally supported and welcomed will also help to both increase and retain
the number of women band directors in the field in the future.
Research conducted by Chin (2008) supports these ideas. Chin posits that the
reasoning behind and steps taken towards advocating for, and increasing the number of
female leadership roles in the professional workplace, should also involve the process of
creating more gender-equitable settings, that endorse feminist policies and nurture work
environments that are more family oriented. According to Chin, all genders need to be
more socially supportive of each other, and embrace creating new visions of positive
change for females in and out of the workplace (p. 15).
In their qualitative study of female high school band directors, Mullan, Proehl,
Hollinger, and Rambo (2014), emphasized again, how the gender related phenomena
mentioned in many of the findings included in this review of literature, are not just
occurring in one particular area in the United States, but in many sections of the country.
While public schools take pride in the fact that there is are large numbers of female
educators within K-12 settings, it does not excuse the fact that there are still some positions
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in educational settings that are still male-dominated, especially in the field of music
education, and more specifically in the profession of high school band directing.
Consequently, adequate numbers of female role models are still lacking in the band
profession, and associated with this issue, it remains a fact that because of this, not enough
is being done to ensure that young women are being proactively trained and mentored to
prepare them for the potentially negative realities that are often associated with becoming
a female high school band director. Indeed, for positive change to occur, more individuals
need to begin realizing and start addressing the discrepancies regarding the lack of female
band directors (p. 15).
Elizabeth Hinkle-Turner (2007) explored the topic of women composers and music
technology, especially those writing music that could be classified as either avant-garde or
experimental. As part of her research, Hinkle-Turner detailed the biographical information
of the female composers, along with in-depth analyses of their unique compositions (p. 3).
From her research, Hinkle-Turner determined that It is easier to become a successful
composer when he or she surrounds themselves with other aspiring and already successful
music writers. Mentors and role models can help to facilitate the networking that is most
often needed for achievement in the music writing business.
Hinkle-Turner further noted that for women composers, however, it is frequently
more challenging to find these trusted mentoring relationships, especially at the college
and university level.
She is fortunate to find even one female faculty member within the music
compositions department, while close learning associations with male
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composers are commonly hindered by continued prejudice against women
searching for a career in composition (p. 7).
Female mentors are more likely to be inspirational to future female composers, since they
demonstrate the ability to bridge a gender gap (p. 8).
Victoria Armstrong (2011) witnessed a situation in her research study where a
composition teacher seemed to intervene more when “assisting” the girl students, as
compared to providing more leniency to creativity and independence with boy pupils (p.
100). Consequently, some of the female students who were in the class felt that what were
once their musical composition ideas, inevitably transformed into a by-product of their
teacher’s ideas. They reported feeling like their ideas had turned unvalued and “silenced.”
Lack of confidence is not an innate trait of feminine identity but becomes an
element of musical feminine identity, created by teachers’ gendered
discourses of what signifies a ‘gifted’ composer (who is invariably male),
which then negatively reflects back on these young female composers (p.
102).
These types of teaching moments can have unintended repercussions in the creation of the
identity of young female composers (p. 102).

Overall, it still seems that in many

classrooms, educators are more likely to encourage and accommodate ‘deviance’ in boy
students, as opposed to not towards girl students (p. 92).
According to Draves (2013), when pre-service teachers eventually obtain their first
teaching job, the reported amount of stress for them is demandingly high. More in-depth
study needs to be completed in order to determine the most valuable traits that aspiring
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music educators should have at the start and end of their student teaching. Draves further
highlights the issue that many collegiate Music Education degrees tend to primarily focus
on the musician aspect of a student, rather than his or her future teaching career.
Consequently, some beginning teachers may feel overwhelmed with the amount of mental
labor needed to successfully work with students, parents, administrators, and the
community. For such situations, Draves suggested that the biggest solution in heling to
survive work-related mental stress, can be in finding other music educators who can act as
mentors, and provide support and guidance to their young colleagues (p. 69).
Likewise, Jones (2010) emphasized the importance of finding a mentor in order to
assist novice band directors – especially female band directors – in transitioning
comfortably from their undergraduate studies into careers in music education. In examining
the influences of gender bias in the experiences of three female high school band teachers,
Jones found that there are solutions to assist in making the jobs of female band directors
less stressful – perhaps the most important of which is finding a mentor, regardless of
whether they happen to be male or female. All three of the female high school band
directors that were interviewed for this study discussed how the involvement of strong
mentors in their own professional lives and positively helped them in achieving their
professional goal of being a high school band educator (pp. 59-60).
Gathen (2014) interviewed two female band directors asking them questions
specific to their original reasoning behind choosing their principal instrument, and how
that choice of instrument had influenced the nature of the relationships and social
interactions they had in relation to their instrument choice. The results of this study also
highlighted the critical need for more female mentoring, and for increased numbers of
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female mentors in the profession of band, in order to ensure that women who might
otherwise make important positive contributions to the profession do not leave their chosen
careers due to feeling unsupported and unwelcomed.
Research Findings Specific to Sex, Gender and Race in Relation to Assessment
Outcomes for Female Band Directors
Every year, music directors throughout the United States perform with their
school’s ensembles at numerous assessments. Most of these assessment performance
outcomes are used as a means of documentation by school districts to verify that a certain
level of achievement has been met by their school’s ensemble and its director. As such, the
process of preparing for and waiting to hear the results of their ensembles performances
can weigh heavily on the shoulders of a band director, especially if they are new to the
profession. An added load to the aforementioned weight is that often many school districts
required that their music teachers and the ensemble players with whom the teachers work,
take part in these assessments. Assessment performances are rated by a small group of
experienced music educator adjudicators, most of whom have received additional training
in order to adequately and fairly critique each ensemble. The research literature reviewed
as part of the current study, would seem to suggest that even within the realm of band
performance assessment settings and their related outcomes, that there are also barriers in
place that may serve to unfairly support those who are less represented in the profession of
teaching band.
Leimer (2012), performed a quantitative analysis of the percentages of female and
male adjudicators who had judged performances at the “Music Performance Assessments”
(MPA), throughout the state of Florida from the 2001-2011 school years, and compared

43

their results with the percentage of male and female band directors throughout the state.
The analysis focused on finding all numeric data throughout the ten years studied, for all
band directors and adjudicators who performed or judged, at the middle school, high
school, and marching band assessments.

The Executive Director of the Florida

Bandmasters Association provided all of the necessary data (p. 31).
When comparing the gender of all of the middle school band directors in relation
to the gender of all middle school assessment adjudicators, throughout the ten-year period,
the male band directors represented 65% of all directors who had performed, while the
male adjudicators represented 81.5% of all of the adjudicators during the time period
studied. In comparison, female band directors made up 33.9% of all of the band directors
who had performed at the assessments, while the female adjudicators represented only
17.1% of all of the adjudicators who were involved in the assessment events over the 10year time period.
At the high school level, male band directors represented 81.9% of all directors who
performed over the 10-year period, while women band directors represented only 17.1%
of that total. Male adjudicators at the high school assessment events made up 86.6% of the
total number of assessment judges while only, 12.4% of the total number of adjudicators
were female. When comparing the data between male and female representation, at every
assessment from 2001-2011, there was a higher percentage of male judges to male
performing band directors. For females, the calculations represented the opposite – each
assessment showed more female band directors, as compared with the chosen number of
female judges (pp. 27-30).
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Shouldice & Eastridge (2020) found that when the quantity of female band directors
greatly outnumbers the representation of female music assessment adjudicators, that a
feeling of distrust can be created within a female band director community. Several more
studies are beginning to arise, which are critiquing the results of male to female band
director music performance assessment ratings. In their investigation of the Virginia Band
Performance Assessments outcomes in relation to director gender for the years 2013-2018,
the researchers examined 3,229 band performances (1,810 at the high school level and
1,419 at the middle school) level, and determined that there were significant differences
“between the overall rating and the gender of a band director” for each educational level
(i.e., middle school, and high school). The overall finding was that bands directed by
women were more likely to be given a rating of II (Excellent), when compared to bands
directed by men that were more likely to receive a rating of I (Superior; the highest rating
one can receive) (p. 130).
Coincidently, in a previous study by Hash (2012) makes note of how contest ratings
can either positively or negatively impact a band director’s mentality and his or her music
program. Ratings from assessment performances can be scrutinized by other band director
colleagues, administrators, in addition to the parents and students of that program (p. 82).
Consequently, these assessment outcomes may serve as additional deterrents for women
band directors to leave the field, especially if they perceive that their performance ratings
reflected sec, gender or race related biases on the part of those judging – whether
consciously intended or not.
Conclusion
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The literature reviewed in this chapter clearly defines and illustrates the needs and
challenges female band directors face in choosing to pursue careers in the field of music
education, particularly when they aspire to become high school band directors. It seems
clear from the findings of the research that there can be, and in the experiences of many
females are indeed, real challenges when it comes to issues of sex, gender and race for
women wanting to pursue careers as band directors. What roles and responsibilities do
professional music organizations, educational settings at both the school and university
level, and those in the profession of band directing have in proactively and positively
advocating for the advancement of women in a profession that for has since its inception
been grounded in what one might term an identity of “masculinity”?
While the negative experiences of women band directors past and present (and
other women in the field of music – like the composers discussed in this review) may
highlight the existence of potential disparities and inequities related to sex, gender and race
in the field of music, it must be said that those experiences do not reflect the opinions and
experiences of all female band directors. In many instances, it may have been the influence
of a positive male role model and mentor who inspired many a young female musician to
want to become a band director. That said, as a community of musicians, it is the
responsibility of all band directors to ensure that their female colleagues are being
welcomed, guided and celebrated for their contributions to the field of teaching band, and
as the research here suggests perhaps the best way to do that, is to ensure that adequate
mentoring is in place at all levels of education to ensure that those women and girls who
aspire to become future band directors can have a supportive, ethical, and inclusive
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environment in which to grow as potential future leaders in the field, just as their male
counterparts do.

47

Chapter 3: METHOD
For many young people who pursue Music Education degrees in universities
throughout the United States, the ultimate career goal they have upon arrival to and
completion of their studies is to become a High School Marching Band Director. While in
their own minds the journey from student to practitioner may be intended to hopefully be
a smooth one, unfortunately the reality of preparing for admittance, acceptance and success
into a profession that is known for being male-centric and unwelcoming of those who do
not “fit” the stereotypical band director image, may not align with individual music
students expectations.- particularly if they are female.
While this issue is not one that is new to the profession, given the length of time
women have been involved in the field of Music Education, it is surprising that to this point
in the research literature the topic has not been explored with more tenacity. Therefore, the
purpose of this study was to examine the introspections of female band directors, and their
perceived beliefs about the effect of sex, gender, and race on their own personal career
experiences and professional practices.
Research Questions
This research study investigated the following questions:
1. How does gender/sex influence the career experiences and professional practices
of female band directors?

2. Does age and/or race influence the career experiences and professional practices
of female band directors?
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3. In what ways does having or not having a male or female mentor(s) affect the
career experiences and professional practices of female band directors?

4. Do female band directors perceive that their gender/sex affects their professional
relationships in the workplace?

5. How do female band directors perceive that gender/sex influences their
performance assessment results?

6. Do female band directors relate to the concepts of "*imposter syndrome" and
"gender gap"? (*"The persistent inability to believe that one's success is deserved,
or has been legitimately achieved, as a result of one's own efforts or skills," as
defined by the Merriam-Webster Dictionary.)
Participants
Participants (N=82) were all current members of Women Band Directors
International a professional organization that (according to its website) is the only
international organization dedicated to the goal of “promoting women, providing support
and community, and mentoring women in the band field”, and is open for membership to
“women band directors of all pedagogical levels and years of experience from college
students to retired directors” (womenbanddirectors.org).
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Procedure
The Women Band Directors International (WBDI) organization administrators
were contacted by the researcher through email and a private Facebook messenger
communication. The message provided WBDI administrators with a request to share the
electronic survey with their membership and a typed permission letter and statement for
those interested in participating in the study to complete.

The aforementioned

documentation and communications received from the WBDI President providing
approval of the study’s electronic survey can all be found in Appendix A.
The online survey was administered using the Question Pro platform. The survey
consisted of 39 multiple choice questions, with one optional short answer question. The
statistics showed the survey only took approximately 7 minutes to complete, through the
personal use of a cellphone, tablet, computer, or any other electronic device. All data was
encrypted, and participants were offered results electronically at the end of survey if
requested. The Question Pro survey was completely voluntary, and participation left up to
the decision of the invited WBDI member email recipient. Participants were able to optout at any time after they had made the decision to participate in the study.
All participants were provided with the researcher’s email contact information, if
they wished for any follow-up communications or a copy of the results from the survey
when completed. All participants were required to be a current or previously employed as
a band music director/educator, and did not receive any compensation for their
participation in the study. After receiving written consent and approval from WBDI, the
documents pertaining to the initial communications with participants were sent by the
WBDI organization via email to their membership mailing list. The documents were also
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uploaded to the WBDI private Facebook group which is a members only group and can
also be found in Appendix A of this document.
Survey Questions
The following were all questions represented in the Question Pro survey. All
questions also had a provided short answer text option noted as, “Optional - Please share
an example(s) related to this question,” if the participant did not want to answer based on
the provided options.
1. What is your assigned sex? (The Merriam-Webster dictionary defines "sex" as, "either
of the two major forms of individuals that occur in many species and that are distinguished
respectively as female or male especially on the basis of their reproductive organs and
structures.")
2. What is your gender expression? (The Merriam-Webster dictionary defines "gender
expression" as, "a person's internal sense of being male, female, some combination of male
and female, or neither male nor female.")
3. What year were you born?
4. Which category best describes you?
•

Option 1: American Indian or Alaska Native (E.g.: Navajo nation, Blackfeet tribe,
Mayan, Aztec, Native Village or Barrow Inupiat Traditional Government, Nome
Eskimo Community, etc.)

•

Option 2: Asian (E.g.: Chinese, Filipino, Asian Indian, Vietnamese, Korean,
Japanese, etc.)
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•

Option 3: Black or African American (E.g.: African American, Jamaican, Haitian,
Nigerian, Ethiopian, Somalian, etc.)

•

Option 4: Hispanic, Latino or Spanish origin (E.g.: Mexican or Mexican American,
Puerto Rican, Cuban, Salvadoran, Dominican, Colombian, etc)

•

Option 5: Middle Eastern or North African (Eg: Lebanese, Iranian, Egyptian,
Syrian, Moroccan, Algerian, etc)

•

Option 6: Native Hawaiian or Other Pacific Islander (Eg: Native Hawaiian,
Samoan, Chamorro, Tongan, Fijian, etc)

•

Option 7: White (Eg: German, Irish, English, Italian, Polish, French, etc)

•

Option 8: Prefer not to answer

•

Option 9: Other race, ethnicity or origin (please provide answer)

5. At what age did you start teaching band?
6. Did you have a mentor(s) when you first starting teaching band?
7. What was the sex of your mentor(s)?
8. What was the race of your mentor(s)?
9. Have your professional interactions with your male colleagues as a female band director
ever made you feel underestimated?
10. What was the sex of the person who made you feel underestimated?
11. What was the race of the person who made you feel underestimated?
12. Have you ever felt that a band director colleague or colleagues had a mistaken belief
or idea about you, your capabilities, or your professional work?
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13. Have you ever been in an interview setting in which specific female related questions
have been asked?
14. Have you ever felt "unqualified," or experienced the feeling of "impostor syndrome"
as a band director, due to gender? (Impostor Syndrome can be defined as "the persistent
inability to believe that one's success is deserved, or has been legitimately achieved, as a
result of one's own efforts or skills,”: Merriam-Webster Dictionary)
15. Have you ever felt "unqualified," or experienced the feeling of "impostor syndrome"
as a band director, due to race?
16. Have you felt that you were spoken to differently, as compared to male band directors?
17. Have you ever felt like you had to "prove yourself" more than your male colleagues in
order to be taken seriously?
18. Have you ever felt that an inappropriate comment (written or spoken) about you was
made in your professional work setting based on your appearance?
19. Do you believe your sex is an advantage in working with your students?
20. Do you believe your race is an advantage in working with your students?
21. Do you believe your sex is an advantage in working with your male colleagues?
22. Do you believe your race is an advantage in working with your male colleagues?
23. Do you believe your sex is an advantage in working with your female colleagues?
24. Do you believe your race is an advantage in working with your female colleagues?
25. Do you believe your sex is an advantage in working with your Administrators?
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26. Do you believe your race is an advantage in working with your Administrators?
27. Do you believe your sex is an advantage in working with parents?
28. Do you believe your race is an advantage in working with parents?
29. At a performance assessment or music festival, have you ever felt you or your group
received negative or lower scores due to your sex?
30. At a performance assessment or music festival, have you ever felt you or your group
received negative or lower scores due to your race?
31. At a competition (e.g., Marching Band), have you ever felt you or your group received
negative or lower scores due to your sex?
32. At a competition (e.g., Marching Band), have you ever felt you or your group received
negative or lower scores due to your race?
33. Have you ever felt that you received negative "verbal" feedback due to your sex?
*Does NOT have to be regarding assessments or competitions.
34. Have you ever felt that you received negative "verbal" feedback due to your race?
*Does NOT have to be regarding assessments or competitions.
35. Have you ever felt that you received negative "written" feedback due to your sex?
36. Have you ever felt that you received negative "written" feedback due to your race?
*Does NOT have to be regarding assessments or competitions.
37. Do you feel your race is represented well within the band community?
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38. Do you feel your gender is represented well within the band community?
39. Do you feel there is a "gender gap" within the band director profession? (As defined
by the Encyclopædia Britannica, "gender gap" is noted as the, “Difference in opinions or
attitudes between men and women concerning a variety of public and private issues.")
40.) Do you have any additional thoughts or experiences you would like to share related to
this topic? (*optional)
Analysis of the Data
"Question Pro", an online survey software program, was used both to collect
participant’s responses, and to assist in the analysis of the collected data. Once each survey
was completed by a participant, the related data was automatically uploaded into Question
Pro, for analysis. In addition, further analysis was undertaken by the researcher to identify
emerging and shared themes, and to examine in more detail the basic statistical content of
the Question Pro results output.
The data in this study was analyzed through the use of secondary features found in
the Question Pro software. This allowed for the creation of the figures and tables in the
preceding sections. The figures were set to show percentage responses from study
participants, based on Likert scale responses. The variables represented in these figures are
derived from the questionnaire. The creation of these figures allowed for singular
variable responses to be compared between all participants involved and who responded.
The tables provided at the end of Chapter 4 allow for visualization of data from all
participants over multiple variables to allow for comparison based on varying parameters.
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Chapter 4: RESULTS
The purpose of this study was to examine the introspections of female band
directors, and their perceived beliefs about the effect of sex, gender, and race on their own
personal career experiences and professional practices. Participants (N=82) were all current
members of Women Band Directors International who were currently or had previously
been employed as a band director/educator. Those who chose to participate in the survey
were asked to complete on online Question Pro survey that consisted of 39 multiple choice
questions, and one optional short answer question, to make a total of 40 questions. For each
question, the respondents had the option to provide more information related to their
chosen response if they opted to do so.
"Question Pro", an online survey software program, was used both to collect
participant’s responses, and to assist in the analysis of the collected data. Once each survey
was completed by a participant, the related data was automatically uploaded into Question
Pro, for analysis. In addition, further analysis was undertaken by the researcher to identify
emerging and shared themes, and to examine in more detail the basic statistical content of
the Question Pro results output.
The related topic content of survey questions posed in the electronic survey were
used as a basis of the analysis of the data that were collected in Question Pro. Responses
related to the following topics were compared both within and between the subjects: sex,
gender, age, race, career experiences, professional practices regarding teaching in music,
and mentorship; and a number of overarching related themes were also identified as follows
in relation to the participants survey responses and additional comments: Theme 1 - Age
groups and age commenced teaching; Theme 2 - Ethnicity, race or origin of participants,
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mentor race, and race of individual/s who made participant feel underestimated; Theme 3
- Gender expression, mentor sex, and sex and/or male colleague that resulted in feelings of
underestimation; Theme 4 - Mistaken beliefs, being spoken to differently, and proving
oneself; Theme 5 - Sex as an advantage with male colleagues, sex as an advantage with
administrators, and sex in relation to negative verbal feedback; and Theme 6 - Gender
representation and gender gaps, as they relate to the band director profession.
INITIAL DATA ANALYSIS
Theme 1 – Age Group and Age Commenced Teaching
Figure 1 displays the participants birth year ranges. The majority of participants
(22.73%) birth years ranged from being born between 1980 and 1984. The second highest
percentage of age groups represented (19.32%) were for those participants born between
the years of 1985 to 1989. Participants born between the years of 1995 and 1999

Figure 1: Participants Birth Year Range
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represented 13.64% of the total number of subjects who took part in the survey, while an
additional 12.5% of participants were born between the years of 1990-1994.
As seen in Figure 2, the majority of survey participants (36.26 %) began teaching
band at the age of 22, while 21.98 % began teaching band at the age of 23.

Figure 2: Age Participants Commenced Teaching

Theme 2 – Race as it Pertains to Participant Location Response Distribution,
Mentors, and Feelings of Underestimation

Figure 3: Participant Location Response Distribution
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Represented in Figure 3, are the percentages of participants who completed the
online survey both in the and outside of the United States. The majority of participants
(96.08%) were from the U.S, whereas 2.94% of the participants were Canadian, and 0.98%
were based in Italy.
Data specific to participant race, ethnicity, and/or origin are illustrated in Figure 4.
The majority of participants (82.22%) identified as being white, while 8.89% of
participants identified themselves as either Hispanic, Latino, or Spanish in origin, while
4.44% of the participants identified themselves as being of Asian heritage. Only 2.22% of
respondents identified themselves as being Black or of African American origins.

Figure 4: Race, Ethnicity, or Origin of Participants
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Figure 5 illustrates participant responses in relation to the race of their mentor. The
majority of mentors (76.14%) were identified as being White, while 6.82% of the reported
mentors were listed as being of Hispanic, Latino, or Spanish origin, and 5.68% of the
mentors were identified as being Black or African American. Only 3.41% of the reported
mentors were Asian, and the origins of 7.95% of the mentors were not identified.
Figure 5: Race of Mentor

Figure 6 displays the percentages of the different racial origins who participants
perceived made them feel underestimated. The majority of participants (70.87%) had felt
underestimated by individuals who were white, while 10.68% of the participants listed the
source of that feeling as being from someone of the Hispanic, Latino, or Spanish descent.
Five participants (5.58%) had listed the person who had made the feel underestimated as
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being of Black or African American descent, while other participants expressed never
having been made to feel underestimated.
Figure 6: Race of Person Associated with Participants Feeling Underestimated

Theme 3 – Gender Expression and Sex as it Relates to Mentors, and Feelings of
Underestimation
The majority of survey participants (95.56%), identified themselves as being gender binary
female, while 2.22% of the participants who completed the survey identified themselves as
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being either gender binary male, or a blend of both female and male, as shown in Figure 7.

Figure 7: Gender Expression of Participants
Figure 8 illustrates the fact that of the band directors surveyed for this study, almost
a fifth (16%) reported not having had any mentor, while 14% of participants reported
having a female mentor, 29% reported having both male and female mentors, and the
largest number of participants (35%) shared that their mentor(s) had been male.

Figure 8: Sex of Participants Mentor
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Figure 9 illustrates the participants responses to the question: “What was the sex of
the person who made you feel underestimated”. In response to this question, a large
percentage (67%) of the female band directors shared that the person had been male, while
23% of survey respondents had selected both male and female, and only 8% of the
participants selected the option: “I have never been made to feel underestimated. An
extremely small percentage of survey respondents (2%) provided specific examples, and
none of the participants selected female only.

Figure 9: Sex of Individual Associated With Participants Feeling Underestimated

Of the 2% of provided examples, one survey participant wrote: “Although my band
received superior ratings at contest, I was asked to do the clerical work involved in Citywide contests.” Another participant communicated:
When I started teaching at 22 years old, I took a job teaching elementary
music because, well, a girl’s gotta eat. While teaching elementary music, I
served as Assistant Band Director at my alma mater high school (which also
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was the local high school that my elementary school fed into eventually). I
ran the marching band because the head band director is very concert
focused.
He hired a new percussion tech in my third year of teaching and one day at
practice, I was walking to the microphone to start rehearsal and the new guy
intercepted the mic. He explained that he was confident in his ability to run
the rehearsal (HIS FIRST DAY AT THE SCHOOL) and that I should step
back and see how it was done. Luckily, the kids saw through his nonsense
and they waited for him to hand rehearsal over to me before they did
anything.
It, however, made me feel so small. Like, this 20-year-old straight out of
high school feels like he can come in here and step all over me when I
literally graduated from this program and was starting my third year of
teaching them. It was definitely a gender thing – no doubt about it.
Figure 10 illustrates participants responses to the question: “Have your professional
interactions with your male colleagues as a female band director ever made you feel
underestimated?”. Of the survey responses selected, 34% of participants chose sometimes,
25% selected frequently, 21% of participants selected very frequently, and 8% chose rarely
or never. Some of the participants (4%) also responded with individual comments for this
question.
One participant commented that: “I was told I would not be allowed to conduct at
MENC because I was female although I had rehearsed the group and selected the music”
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(MENC refers to the National Association for Music Education, which was formerly
known as the Music Educators National Conference).

Another survey respondent

confided:
In my district, there are only four female High School Band Directors.
They’re all older than me and wrapped up with kids of their own. They
seem to fit in with the “Old Boys Club” in our district, but I just never can
get a word in edgewise. I am the only woman teaching at a Title I high
school, and my voice gets lost in the crowd of older men who think they
know everything there is to know.
At competitions and assessments, I always feel like I’m being judged for
things that my male peers aren’t judged for. The way I walk and carry
myself, the clothes I wear, etc. It’s all being evaluated all of the time.
Another participant shared: “I had a male marching band staff colleague explain to
me basics about marching band that I clearly already knew, since I was also on the
marching band staff.”
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Figure 10: Participant Feelings of Potential Underestimation by Male Colleagues

Theme 4 – Mistaken Beliefs, Spoken to Differently, and Proving Yourself
Figure 11 illustrates the responses to the question: “Have you ever felt that a band
director colleague or colleagues had a mistaken belief or idea about you, your capabilities,
or your profession work?”. Of those participants who answered this question, 36% chose
“Sometimes”, 27% selected “Frequently”, 16% chose “Very Frequently”, 11% voiced
“Rarely”, and 8% selected “Never”. Only one participant chose to add an optional
comment to provide an example sharing:
Frequently – in our district it’s policy is that new teachers must teach three
years at the same school prior to switching schools within the district. After
your three years, you’re able to move around within the district as long as
you can land the job. At the end of my third year at the elementary school,
I started interviewing for high school band positions.
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I came in second place for all of them and all of the positions went to men
– many younger than me with no master’s degree or teaching experience. I
was frustrated and was talking to a male director about it and he said, “Have
you ever thought about applying for middle school gigs? I mean, you might
benefit from starting there and then working your way up.”
I know he meant the best and was trying to console me, but he basically said
that I wasn’t getting the jobs because I was more suited to a younger age
group or that I needed more training to get there. That’s OBVISOUSLY
FALSE because the men who got the jobs instead of me were sometimes 22
years old and right out of college with no higher ed. degrees and no actual
classroom experience. It was so belittling to be told by a friend that I should
abandon my goals for additional training that was obviously not a
prerequisite for acquiring a high school band position.

Figure 11: Perceived Mistaken Beliefs
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Figure 12 displays the percentages of responses as they relate to the question: “Have
you ever felt that you were spoken to differently, as compared to male band directors?”.
Almost a third of participants (30%) selected “Very Frequently” in response to the
question, almost another third (27%) selected “Frequently”, 25% of respondents selected
“Sometimes”, with 10% choosing “Rarely”, and 4% “Never”. Five percent (5%) of the
participants included examples of their own personal experiences in their survey responses
to this question. One participant shared:
YES! Very frequently. I get comments all the time that make me very aware
that I’m different. Things like, “For a woman, you’re a great conductor” or
“your butt looked so good on stage that I couldn’t focus on the kids” or
“Band directors wear suits, not dresses” or “Make sure you look pretty
tomorrow, the superintendent is coming to visit.
Another participant confided:
Very frequently – parents, male colleagues, and students have spoken to me
differently because I am a female. From male colleagues things like: “You
look good in red,” “That’s why I hire women,” inappropriate touching,
mansplaining how to teach in front of my students, asking if I was on my
period, telling me to go ask a student if she was on her “lady time”, not
listening or talking over me, taking my ideas as their own, etc.”
Other information shared by participants in relation to the question of being treated
differently than their male colleagues provided further insight into the issue. One
participant confided: “When receiving feedback at festivals as an Assistant Director with
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a male director, when we each conducted pieces for adjudication.”

Another

communicated: “At marching band competitions, it is frequently assumed that I am the
Cologuard instructor, instead of being the Assistant Director.”

Figure 12: Perceived Difference in Verbal Interactions in Comparison with Male Band
Directors

Figure 13 illustrates that almost half (48%) of the survey respondents selected
“Very Frequently”, when responding to the question: “Have you ever felt like you had to
“prove yourself” more than your male colleagues in order to be taken seriously?”. Twentyfive percent (25%) of participants chose “Frequently”, while 20% expressed “Sometimes”,
4% selected “Never” as their response, and 2% chose “Rarely”.
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Figure 13: Perceptions Relating to the Idea of Proving Oneself to be Taken Seriously as a
Female Band Director

Theme 5 – Sex as it Relates to Advantages with Male Colleagues, Administration, and
Negative Verbal Feedback
Figure 14 highlights that almost half of those surveyed (47%) reported that their
sex was “Never” an advantage in working with their male colleagues. Thirty-seven percent
(37%) of participants reported feeling like their sex was “Rarely” an advantage when
working with male colleagues, while 12% selected the option “Sometimes” from the survey
response options. Only 2% of participants selected “Frequently” in response to the
question, and none of the respondents chose “Very Frequently”.
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Figure 14: Perceived Advantages Related to Sex When Working with Male Colleagues
in Band Settings

The following figure, Figure 15, reports illustrates participants perceptions in
regards to whether or not their sex provided them an advantage when working with
administrators. Thirty-eight percent (38%) of respondents selected “Never”, 30% chose
“Rarely”, 24% selected “Sometimes”, 3% chose “Frequently”, and 1% of participants
opted for “Very frequently” as their response.
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Figure 15: Perceived Advantages Related to Sex When Working with Administrators

Results shown in Figure 16, display the responses from the participants in regards
to the question about receiving negative feedback. Almost a third (30%) of the survey
respondents communicated that they had “Sometimes” felt that they had received negative
“verbal” feedback due to their sex. Twenty-three (23%) percent of the band directors
indicated by their survey responses that they had “Never” received negative verbal
feedback due to their sex, while a fifth (21%) selected “Rarely” another fifth of participants
(20%) chose “Frequently”, and only two percent (2%) responded very frequently.
Four percent of participants chose to provide further details in relation to the
question regarding negative feedback. One director shared that at one point in her career
she had been verbally told, “Women are not real band directors” by a city-wide
administrator.” Another participant commented that she had been told that her “….yelling
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voice is too intense and too high.” She was also told that she “…should work on making it
deeper so it’s not so aggressive.” A third participant wrote:
The head principal at my second school was very derogatory toward myself
and my teaching technique, because I was female. I know this because I
continued some of the same traditions and techniques that my male
predecessors used and was reprimanded. I was also not the only female
teacher who felt this way. It got so bad that I decided to cut my losses and
leave the job.

Figure 16: Participant Perceptions of Negative Verbal Feedback in Relation to Sex

Final Theme – Gender Representation and the Gender Gap
The final questions of the survey asked participants: “Do you feel your gender is
represented well within the band community?” and “Do you feel there is a “gender gap”
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within the band director profession?”. For clarification purposes, the term “gender gap”
was defined in the survey as being “the difference in opinions or attitudes between men
and women concerning a variety of public and private issues” (as defined by the
Encyclopædia Britannica). As documented in Figure 17, almost half (48%) of all the
participants interviewed disagreed that their gender was represented well within their band
community, whereas only a fifth (20%) of participants agreed.

Figure 17: Participant Perceptions Regarding Gender Representation

Correspondingly, Figure 18 illustrates once again that almost half (46%) of those
female band directors surveyed for this study agreed, and another third of their female
colleagues (38%) strongly agreed that there does a gender gap in the band world. Eleven
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percent of participants were undecided as to whether or not they believed there to be a
gender gap in the profession of teaching band, while only a small number (4%) disagreed.

Figure 18: Participant Perceptions Regarding Gender Gap

COMPARATIVE DATA
Table 1 displays the percentages of survey participant’s sex, gender expression, and
race, ethnicity, or origin, and how those factors relate to each participant’s birth year. The
majority of those who took part in the survey, were born between 1980 to 1984, identified
themselves primarily as being female, gender binary female, and White. A very small
percentage of participants (2.27%) identified themselves as being male, and gender binary
male, as well as a “blend of both female and male” gender expressions.
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Table 1
Percentages of Participant Birth Year by Sex, Gender Expression, and Race

Table 2 summarizes the overall data specific to the percentage of participants who
had a mentor when they first began teaching band, in relation to the sex and race of the
mentor(s). As noted, the self-identified race of the majority of mentors as shared by the
participants in their survey responses was White male. Only 6.90% of the band directors
identified their mentors as being of Hispanic, Latino, or Spanish origin, 5.75% of
participants noted that their mentors were Black or African American, and 3.45% of the
women shared that their mentors were Asian. Almost a tenth (8.05%) of participants chose
not to answer this question.
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Table 2
Percentages of a Participant’s Mentors Based on Sex and Race

Table 3 illustrates the results associated with an analysis of a combination of the
data relative to the overall participant gender expression, birth year, race/ethnicity/ origin,
and the percentage of how many participants felt that they had received inappropriate
comment(s) regarding their appearance, at any time during their professional work
experience as a band director. In reference to the question: “Have you ever felt that an
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inappropriate comment (written or spoken) about you was made in your professional work
setting based on your appearance?”, 13.7% of participants selected either “Very
Frequently” or “Frequently” in the survey, whereas 20% chose “Rarely” or “Never,” and
30% of respondents selected “Sometimes.” The majority of survey participants, who were
born between the years of 1980 to 1984, selected “Frequently” and “Sometimes” as their
responses in relation to the idea of having had an inappropriate comment made to them.
Approximately 31.25% of the participants born between 1985 and 1989, which was the
second highest amount of participant group, selected the response “Sometimes.”
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Table 3
Felt Inappropriate Comment was made in Work Setting Based on Appearance by
Participant Gender Expression, Birth Year, and Race

As shown in Table 4, of approximately 35% of the participants born between
1980 and 1984, responded (based on their survey selections) that they “Frequently” felt
feelings of underestimation by male colleagues. The majority of participants (35.29%)
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born between 1985 and 1989, shared that “Very Frequently” felt feelings of
underestimation by male colleagues.
Table 4
Feelings of Underestimation with Male Colleagues by Participant Sex, Race, and Birth Year
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Table 5 displays percentages related to participant race,/ethnicity/origin, birth year
and gender expression, and the extent to which participants have ever felt unqualified or
experienced imposter syndrome due to their gender or race. The majority of survey
responses (82.14%) were from White participants. Of those, 30.43%, reported they
“Sometimes” felt unqualified or had experienced imposter syndrome due to gender,
whereas a majority of participants - 84.06% - reported that they had “Never” experienced
either of these feelings due to their own personal race.
Of the small percentage (8.33%) of participants who were of Hispanic, Latino, or
Spanish origin, 42.86% reported that they “Frequently” felt unqualified, and that they had
experienced imposter syndrome due to their gender, while 28.57% of participants from this
ethnic origin, reported that they “Rarely”, or “Never” experienced these feelings due to
their race. Participants who identified as Asian, represented 4.76% of all participants who
responded to this question. Fifty percent (50%) of the Asian participants reported either
“Frequently” or “Never” experiencing these thoughts due to gender, while 25% of the
Asian participants selected the responses “Frequently”, “Sometimes”, “Rarely”, and
“Never” in relation to their race. Of the 2.38% of Black or African American participants,
50% said they had “Sometimes” or “Never” experienced feelings of being unqualified or
having imposter syndrome due to their gender, and chose “Sometimes” or “Rarely” due to
their individual race.
Similarly to Table 5, in Table 6, 47.50% of participants who identified as gender
binary female, articulated that they “Disagreed” that their gender was represented well
within the band community. About 61.11% of participants born between 1980 to 1984
“Disagreed” that their gender was represented well within the band community, whereas
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16.67% “Strongly Disagreed” or, conversely, “Agreed.” Of the 21.5% participants who
were born between 1985 to 1989, 37.50% “Disagreed” with this survey question statement,
and 25% “Strongly Disagreed” or were “Undecided”.
Table 5
Felt Unqualified or Experienced “Imposter Syndrome” Due to Gender and/or Race by
Participant Race, Birth Year, and Gender Expression
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Table 6
Feel Gender is Represented Well in Band Community by Participant Gender Expression
and Birth Year

As noted is Table 7, 46.25% of gender binary female participants “Agreed” they
felt that there is a gender gap within the band director profession, and 38.75% displayed
they “Strongly Agreed.” Half, or 50%, of the participants born between 1980-1984
“Strongly Agreed” that there is a gender gap in the band director profession in the United
States, while 44.44% “Agreed” with the statement. Approximately 56.25% of participants
born between 1985 and 1989 indicated that they “Strongly Agreed” with the survey
statement regarding the existence of a “Gender Gap”, and 37.50% agreed.
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Table 7
Feelings Regarding “Gender Gap” in Band Director Profession by Participant Gender
Expression and Birth Year
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ADDITIONAL COMMENTS DATA
While the responses selected as part of the online survey accounted for the majority
of data collected for the purposes of this study, the individual comments provided by some
of the participants in relation to each question provided even deeper insight into the
experiences of the female band directors who participated in this study, and seem to
indirectly highlight the areas that were of most concern to the respondents. Indeed the
most number of comments tended to be about negatives experiences to do with sexist and
at times outrageous and sexist misbehavior of which the female band directors were on the
receiving end of that one could almost be described as being on the verge of being abusive.
A number of comments mentioned situations in which the women participants had
felt either targeted or taken advantage of from a sexual exploitation perspective. Participant
16 commented: “I have had male band directors that I work with make sexual comments
toward me or comments about my appearance in 2 different districts. Both times they were
20 years older than me and married with children. I have also had one of them touch me
inappropriately. There is a huge sexual harassment issue within the band world and also in
DCI.” In a similar vein, Participant 26 shared:
My gender has played a negative role in regards to my experiences as a
percussionist. The only "mentor" I ever (kind of) had, treated me differently
than my Male percussionist friends and at one point he purposefully got me
drunk and tried to have sex with me. Even after that incident I continued to
try but to ask him mentoring questions but he had no interest in keeping that
kind of relationship. I am not taken seriously, have been ignored, and am
usually only asked questions about mallet percussion - less about
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drumming. Because much of my life has been spent in male dominated
areas, I had to relearn how to have female relationships as an adult. I am not
only a minority as a female band director, but an even bigger minority as a
female percussionist band director.”
Other revelations specific to inappropriate comments made by colleagues and
administrators were also shared by the participants in this study. These included comments
about what the women wore, their physical appearance, their monthly menstrual cycle, and
whether or not, their plans to have children and whether or not they planned to marry. Such
comments seem to highlight the necessity for future discussion in the field about what
constitutes appropriate workplace conversation and dialogue – especially in the band world
that now exists as part of the twenty-first century.
Another participant shared that she had been asked the following questions in
interviews: "How do you think the students will respond to a woman band director?"; "How
will you earn their respect? - I mean - you're really short"; "This is a rough school and its
possible that our students may not respect a woman director right away, can you tell us
how you plan to handle the demands of challenging students?"; "So, what is your plan for
our band program when you get pregnant?"; "Is your husband okay with you accepting this
job? It's a lot of late nights and weekends." She also shared that “for the record, I'm not
married, I've never been interested in having children, and my partner is also a marching
band director & gigging musician. So yeah, we're good.”
Participant 10 shared that at her first ever high school interview she was told: “Now
honey, you know you will be teaching marching band. Do you actually know anything
about football?” by the Principal who was interviewing her, and then at her first middle
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school job interview before formally being offered the position (also by a principal) she
was asked: “Is your husband O.K. with you accepting this job since you will have to
move?”
In a similar vein, another participant, Participant 1, confided:
My principal has told me that band directors don't wear dresses and that I
should go change since I'm going to be on stage (the dress was a floor
length, black, concert dress that mimicked what my girls wear on stage).
When I wear dress pants and a suit jacket to conduct, I get comments on
how my butt looked on stage. If I wear heels for an event, I get comments
about "how can you keep up with your kids in those"? There's something
about our society that makes people feel really comfortable talking about
the appearance of a woman, but stay completely silent when a man wears
something ridiculous like white pants on stage for assessment. Our society
is so deeply indoctrinated to objectivize women that its permeated deeply
into music education and the way we are treated as women band directors.
Participant 11 also shared the following in her comments:
Very frequently - parents, male colleagues, and students have spoken to me
differently because I am a female. From male colleagues things like: "You
look good in red", "That's why I hire women", inappropriate touching,
mansplaining how to teach in front of my students, asking if I was on my
period, telling me to go ask a student if she was on her "lady time", not
listening or talking over me, taking my ideas as their own, etc.”
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It is not surprising, then that given the challenges of working in a school setting
alone in combination with the additional stressors of trying to navigate the challenges of
being female in the male dominated world of band, that some women band directors
become disillusioned with the current system and the inequalities that exist within it to a
point they consider and in some cases actually do leave the profession. In the words of
Participant 11:
I do not share my experiences with my mentors or colleagues anymore
because I am always told "it could have been worse", "that sounds bad but
you can find another job", "he isn't that bad", "he doesn't know what he said
(or did) was wrong", etc. What they do not know is I tell them the "mild"
stories of sexism to see how they react and if I can trust them with other
stories. I have not found one person that I can confide in as a professional
in my field that would take what I say seriously.
I think this is because I have only had male mentors and have not found a
female mentor. I do not tell them the problematic sexual assault or misogyny
because (from my experience) people tend to defend/support the male and
see the female as a complainer or liar. People still remain friends with the
people I describe as sexist or discriminatory against myself because they are
older males in the professional band world and I am a young/female high
school band director that does not hold any "power" in the band world.”
And finally, cautious words of wisdom from Participant 27 who shared: “If you’d like to
reach out to me about being a female band director in the military world let me know....
that may be a can of worms you don’t want to open.”
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Chapter 5: DISCUSSION
This study examined reflections of female band directors, and their perceived
effects of sex, gender, and race on their career experiences and professional practices. The
objective is to help alleviate stress and conflict in the work environment and to help women
have the same opportunities as men do as band directors. The main idea is to find ways to
create a more supportive work environment for all music teachers, and how to promote that
support. This project is not meant to focus on any possible negative experiences, but to
focus on finding and implementing ways to equally support all band directors.
By undertaking this study, I hoped to learn and acquire a better understanding of
the current perceived effects of sex, gender, and race on the career experiences and
professional practices of female band directors. The desire was to advocate for positive
views towards gender equality among all band directors. As a band director, I work closely
with other female band director employees, and young female musicians. My hope as a
researcher is that the results of this study will positively contribute to the body of
knowledge about the topic so that my findings will have an impact on the experiences of
future generations of female band directors, so that they may be able to be seen and treated
as equals with their male band director colleagues.
Overall Findings
Overall, the majority of participants (75.56%) reported having mentors when they
first started teaching band – most of whom were White males. Several studies represented
in the literature review, noted that having a mentor is an important necessity in being
successful and having a more positive experience as a female band director.
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Other important findings from the current study, were that the majority of
participants (80%) had experienced feelings of underestimation during their careers, and
80.21% had perceived that band director colleagues may have had mistaken beliefs or ideas
about them and their capabilities as professionals. Further, over half of the participants
(60.49%) also reported having experienced feelings of being unqualified and/or imposter
syndrome at times during their work as a band director due to gender, 81.48% believed that
they had been spoken to differently in comparison with their male band directors
colleagues, and 92.59% reported feeling that they had had to prove themselves more than
their male colleagues in order to be taken seriously. Forty-seven percent of participants
responded that they perceived that their sex was never an advantage in working with male
colleagues.
Moreover, the majority of participants (67.9%) reported that they felt that their
gender was not represented well within the band community, and 83.95% also felt there
was and continues to be an overall gender gap within the band director profession. These
results highlight the need for professional organizations, teacher training programs, and
school districts to create working environments in which female band directors can have
more positive experiences and support. One way to do this would be to increase the number
of additional female mentors. The data also displayed an imbalance of race representation
within the band director profession, due to the majority of participants and their mentors
being White. Likewise to gender, more races could be more successful as band directors,
if a greater percentage of mentors represented the non-White population in professional
organizations and teacher training programs, and school districts worked harder to recruit
and retain band directors of color.
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Potential Benefits
There were a number of potential benefits that justified the involvement of the
female band directors who chose to participate in this study. These benefits included
subjects hopefully learning and acquiring a better understanding of the current perceived
effects of sex, gender, and race on the career experiences and professional practices of
female band directors. Participants and readers of this study can also hopefully benefit by
being sensitized to and education about the need for current directors to become better role
models and supporters of other female band director employees and young female
musicians. Participants should know that they were and are a part of a movement that is
helping equality in the acknowledgement of gender biases in music education.
Additionally, it is this researcher’s hope that the women who participated in this study, and
the people who read it will be inspired to learn ways to create welcoming work
environments for all band directors, regardless of gender or race, as well as to advocate for
positive views in the future in order to help the profession move towards equality among
all band directors.
Further Research Needed
As previously noted, there some limitations of this study. One of the intents of the
study was to acquire a better understanding of how race influences experiences in the band
director culture. As noted in the survey results, the majority of participants who took the
survey were white and so the responses primarily represented the White population. As a
result, the results of this study do not provide adequate representation of the perceived
effects of race on career experiences and professional practices, but they do highlight the
fact that recruitment and retention of band directors of color should be an important focus
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for those who serve as leaders in the band world. Further research is needed to better
understand how race might influence certain experiences for all band directors.
Final Thoughts
As the final comments of Participant 7 noted: “You did not include the age category
of the 1940's. Those of us in the profession for 35-40 years have observed the progress
women have made. Extraordinary woman led the way in opening band conducting jobs in
high school, university, the military and even reaching international prominence as
conductors of symphony orchestras. Bravo to the pioneers who fought for the right to teach
instrumental music.” And so ultimately, no research study on this topic would be complete
without including a sincere and heart felt thank you to the generations of women band
directors who have come before and paved the way for this female researcher band director
and her contemporaries.
Finally, what the results of this study do highlight is the need for all people to feel
welcomed and included in a profession that to this point in its history has been perceived
to be, (perhaps unfairly) by some a “Old Boys Club”, and one that at times may seem to
value uniformity and masculinity more than equality and individuality. Professional music
organizations like Women Band Directors International are leading the way in their call to
the profession to ensure an easier path for women band directors in the future. Other
organizations like the National Association for Music Education can also serve a vital role,
as can universities and school districts whose faculty serve as teachers and mentors to those
women and girls who aspire to be like the person who probably most inspired them to
become musicians, music majors and teachers in the first place – their much beloved Band
Director…. who in many instances was probably a man.
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APPENDIX B
PARTICIPANT ADDITIONAL COMMENT TRANSCRIPTS
Q. 7. What was the sex of your mentor(s)?
P1 “I was assigned a mentor by my district, and he was a male band director teaching at a
very wealthy high school while I was at the poorest Title I school. I declined his assistance
and just figured everything out on my own instead.”
P2 “I had no assigned mentors, I did reach out for advice to a male and a female colleague.”
P3 “My assigned mentor was the choir teacher, a female.”
P4 “I had a mentor starting my second year -- she was female.”
P5 “My mentor was a female choral director.”
Q. 9. Have your professional interactions with your male colleagues as a female band
director ever made you feel underestimated?
P6 “17 years teaching in Ohio and never experienced this. 1 year teaching in North
Carolina, high school band, and nearly every interaction with a male director was
uncomfortable with sexist undertones.”
P7 “Told that I would not be allowed to conduct at MENC because I was female although
I had rehearsed the group and selected the music.”
P1 “In my district, there are only 4 female high school band directors. They're all older
than me and wrapped up with kids of their own. They seem to fit in with "old boys club"
in our district, but I just never can get a word in edgewise. I am the only woman teaching
at a title I high school and my voice gets lost in the crowd of older men who think they
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know everything there is to know. At competitions and assessments, I always feel like I'm
being judged for things that my male peers aren't judged for. The way I walk and carry
myself, the clothes I wear, etc. It's all being evaluated all of the time.”
P8 “I had a male marching band staff colleague explain to be basics about marching band
that I clearly already knew, since I was also on the marching band staff.”
Q. 10. What was the sex of the person who made you feel underestimated?
P7 “Although my bands received superior ratings at contest, I was asked to do the clerical
work involved in City-wide contests.”
P1 “Male - When I started teaching at 22 years old, I took a job teaching elementary music
because, well, a girl's gotta eat. While teaching elementary music, I served as assistant band
director at my alma mater high school (which also was the local high school that my
elementary school fed to eventually). I ran the marching band because the head band
director is very concert-focused. He hired a new percussion tech in my third year of
teaching and one day at practice, I was walking to the microphone to start rehearsal and
the new guy intercepted the mic. He explained that he was confident in his ability to run
the rehearsal (HIS FIRST DAY AT THE SCHOOL) and that I should step back and see
how it was done. Luckily, the kids saw through his nonsense and they waited for him to
hand rehearsal over to me before they did anything. It, however, made me feel so small.
Like, this 20 year old dude straight out of high school feels like he can come in here and
step all over me when I literally graduated from this program and was starting my third
year of teaching them. It was definitely a gender thing - no doubt about it.”
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Q. 12. Have you ever felt that a band director colleague or colleagues had a mistaken
belief or idea about you, your capabilities, or your professional work?
P1 “Frequently - In our district, its policy is that new teachers must teach 3 years at the
same school prior to switching schools within the district. After your 3 years, you're able
to move around within the district as long as you can land the job. At the end of my third
year at the elementary school, I started interviewing for high school band positions. I came
in second place for all of them and all of the positions went to men - many younger than
me with no Masters degree or teaching experience. I was frustrated and was talking to a
male band director friend about it and he said "Have you ever thought about applying for
middle school gigs? I mean, you might benefit from starting there and then working your
way up". I know he meant the best and was trying to console me, but he basically said that
I wasn't getting the jobs because I was more suited to a younger age group or that I needed
more training to get there. That's OBVIOUSLY FALSE because the men who got the jobs
instead of me were sometimes 22 years old and right out of college with no higher ed
degrees and no actual classroom experience. It was so belittling to be told by a friend that
I should abandon my goals for additional training that was obviously not a prerequisite for
acquiring a high school band position.”
Q. 13. Have you ever been in an interview setting in which specific female related
questions have been asked?
P9 “When are you planning on having kids?”
P1 “Very Frequently - I've been asked the following questions in interviews: "How do you
think the students will respond to a woman band director?"; "How will you earn their
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respect? - I mean - you're really short"; "This is a rough school and its possible that our
students may not respect a woman director right away, can you tell us how you plan to
handle the demands of challenging students?"; "So, what is your plan for our band program
when you get pregnant?"; "Is your husband okay with you accepting this job? It's a lot of
late nights and weekends." <-- for the record, I'm not married, I've never been interested in
having children, and my partner is also a marching band director & gigging musician. So
yeah, we're good.”
P10 “First high school interview- “Now honey, you know you will be teaching marching
band. Do you actually know anything about football?”(principal), first middle school job,
before formally being offered the job- “Is your husband ok with you accepting this job
since you will have to move?”(principal), 2nd job, principal to the interview committee
after I left “just so you know, she’s trying to have a baby”(worked at the school in another
capacity, interviewing for band job and had a miscarriage that school year).”
Q. 14.

Have you ever felt unqualified, or experienced the feeling of impostor

syndrome as a band director, due to gender? (Impostor Syndrome can be defined as
the persistent inability to believe that ones success is deserved, or has been
legitimately achieved, as a result of ones own efforts or skills, : Merriam-Webster
Dictionary)
P1 “Very Frequently - I always feel like I'm not doing something right or that someone is
watching me and waiting for me to mess up. I feel like women are scrutinized on a level
that is far greater than men in our field. It's paralyzing sometimes. It manifests itself in
being afraid to go shake hands with an honor band clinician or keeping your mouth shut
during a debate when you have a valid point. I've also noticed imposter syndrome in myself
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when people give me compliments and I avoid them with responses like "It was all the
students - not me. They're the ones who did a great job" or "I'm just lucky to have such
great and hardworking kids- they make it easy". But its not easy! It's super hard and I
worked hard too! I just don't feel like I deserve the praise - it's something that I'm working
on.”
P11 “Being a young teacher, I have gained much experience working for bands. Every job
I worked in college was with marching bands or doing private lessons. In every band I
worked for, the band director was a male and I have numerous experiences where I felt I
had to prove myself. Now, being a high school band director I work with a colleague that
is sexist and does not like when I "know more than him" or speak with authority or against
him. Again, I am feeling imposter syndrome even though I have worked hard to become a
successful band director.”
P12 “Yes, but I haven't related it to gender - just a general awareness of how much I don't
know. Comparisons are made between myself and other acting band directors, most of
whom are female.”
Q. 16. Have you felt that you were spoken to differently, as compared to male band
directors?
P1 “YES! Very frequently. I get comments all the time that make me very aware that I'm
different. Things like "For a woman, you're a great conductor" or "your butt looked so good
on stage that I couldn't focus on the kids" or "Band directors wear suits, not dresses" or
"Make sure you look pretty tomorrow, the superintendent is coming to visit."
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P11 “Very frequently - parents, male colleagues, and students have spoken to me
differently because I am a female. From male colleagues things like: "You look good in
red", "That's why I hire women", inappropriate touching, mansplaining how to teach in
front of my students, asking if I was on my period, telling me to go ask a student if she was
on her "lady time", not listening or talking over me, taking my ideas as their own, etc.”
P12 “When receiving feedback at festivals as an assistant director with a male director,
when we each conducted pieces for adjudication.”
P10 “At marching band competitions, it is frequently assumed that I am the colorguard
instructor, instead of being the assistant director.”
Q. 17. Have you ever felt like you had to prove yourself more than your male
colleagues in order to be taken seriously?
P1 “Very frequently - In my case, this is two-fold because I teach at a school where the
band program completely disintegrated to 9 members. I was brought in to rebuild the
program and have been under a microscope the entire time. I have, however, noticed that
male band directors in schools like mine get left alone. No one checks in on them or asks
them for data on their kids progress. It's a double standard and it’s because I'm a woman
and I'm teaching where I'm teaching. The other women in my district are much older and
have established programs so I doubt they feel the same way I do.”
Q. 18. Have you ever felt that an inappropriate comment (written or spoken) about
you was made in your professional work setting based on your appearance?
P7 “Asked to bake cookies for the monthly band director meetings and also take the
minutes.”
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P1 “YES-very frequently. My principal has told me that band directors don't wear dresses
and that I should go change since I'm going to be on stage (the dress was a floor length,
black, concert dress that mimicked what my girls wear on stage). When I wear dress pants
and a suit jacket to conduct, I get comments on how my butt looked on stage. If I wear
heels for an event, I get comments about "how can you keep up with your kids in those"?
There's something about our society that makes people feel really comfortable talking
about the appearance of a woman, but stay completely silent when a man wears something
ridiculous like white pants on stage for assessment. Our society is so deeply indoctrinated
to objectivize women that its permeated deeply into music education and the way we are
treated as women band directors.”
P8 “I was told by another teacher in my school that I needed to wear more makeup because
I looked too young.”
Q. 19. “Do you believe your sex is an advantage in working with your students?”
P13 “It is not an advantage or a disadvantage.”
P1 “No. Rarely would be my answer if I had to have one. For me, my sex is a hindrance.
As a woman, I'm expected to be nurturing and supportive of my students while also gaining
and maintaining their respect. I'm supposed to make them feel comfortable and happy while
also pushing them beyond their limits. I find myself using my planning periods, lunches,
and after school time to help my students with their life problems when my male peers
simply shut their door and ignore that part of their kids' lives. If I did that, I'd be a "bitch"
or I'd be "insensitive to the needs of my students". It's ridiculous and it means that I deal
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with more emotional baggage while still doing the same amount of work as my male
colleagues.”
P3 “Being female is an advantage for my female students who rarely get to see a female
band director.”
P14 “I believe my compassion and heart is an advantage for my students.”
P15 “Not sure how to respond to this question.”
Q. 20. Do you believe your race is an advantage in working with your students?
P1 “Okay this is hard to answer because being White is ALWAYS an advantage. There is
inherent privilege in being white. So logically, yes very frequently my race is an advantage.
However, if you're asking me about how race pertains to working with my students, I'd say
Rarely. My race is an advantage because I use it to advocate for my students in spheres that
they wouldn't have access to. Being white, however, does not make me a better band
director for them. I make sure to use my privilege to help them with things like applying
for scholarships and college because I know about that process and their parents don't help
them.”
P12 “I had not thought about it until reading this question - I will pay attention to this
moving forward.”
P2 “I work with students that are a 1/3 split (almost even) if black, white, and Hispanic,
generally we all have learned how to work with each other regardless of skin tone and
culture.”
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P3 “I don’t believe being white is advantageous for my students but it would be of great
benefit for them to have BI&POC educators.”
P16 “I believe my race hinders me in my specific situation. I am one of very few white
teachers in a school with an extremely high number of Hispanic and Black students.”
Q. 21. Do you believe your sex is an advantage in working with your male colleagues?
P15 “I believe I diversify my pool of colleagues and therefore enhance our decision making
and brainstorming.”
Q. 22.

Do you believe your race is an advantage in working with your male

colleagues?
P1 “Very Frequently - being white is always an advantage. Always.”
P12 “I had not considered it until this question - I will pay attention moving forward.”
P15 “I have privilege because I'm white - in all circles not just with male colleagues.”
Q. 23. Do you believe your sex is an advantage in working with your female
colleagues?
P1 “Oooooo I love this one! Okay, sex is an advantage when working with female
colleagues "very frequently" because it gives you common ground to work from. The issue
is that there are women who still believe that gender has nothing to do with their experience
(even though all of the research says that it definitely does and if they knew anything about
the history of women in American bands, they'd change their mind because we have an
ultra marginalized history) but.... back on track... In working with female colleagues, sex
is an advantage because you can all relate to each other in one way shape or form. You can
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help with female-specific issues and the struggle of being a woman in a male dominated
career. It, however is not an advantage when the women you're trying to work with have
been indoctrinated by the antiquated patriarchal traditions of band directing and have an
innate bias toward trusting and respecting men over women. With these women, being a
male would be an advantage because they'd just flat out listen to you without you having
to explain yourself.”
P15 “We seem to connect better.”
Q. 24. Do you believe your race is an advantage in working with your female
colleagues?
P12 “Unsure - I will pay attention moving forward.”
P15 “See answer above about privilege.”
P17 “N/A.”
Q. 25. Do you believe your sex is an advantage in working with your Administrators?
P1 “Rarely- I am held to a very different standard than my male colleagues at my school.
I'd compare myself most closely to our Black, male chorus director and Black, male athletic
director. They both get privileges that I don’t and they are both able to make decisions
without running them by admin. I have to work harder and do more to earn the same level
of respect from my administrators.”
P18 “Being female is a distinct disadvantage with administrators. They expect me to make
due with nothing and then balk at my assertiveness. I believe i would have higher budgets
and staffing if I were male.”
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P10 “Almost every blatantly sexist encounter I have had as a band director was at the hands
of an administrator. They often seem to think that being a band director is a man’s job.”
P15 “Again I believe I diversify our pool of teachers - this is an advantage for our team.”
Q. 26.

Do you believe your race is an advantage in working with your

Administrators?
P12 “Unsure.”
P15 “See above.”
Q. 27. Do you believe your sex is an advantage in working with parents?
P15 “Unsure.”
Q. 28. Do you believe your race is an advantage in working with parents?
P12 “Perhaps - we live in a very 'white' city and I am white, so it gives parents one less
thing to criticize, which sounds terrible.”
P15 “See above on privilege.”
Q. 29. At a performance assessment or music festival, have you ever felt you or your
group received negative or lower scores due to your sex?
P1 “Frequently - but it's also because of our school reputation and being Title I.”
P19 “I have not felt that my group was graded down due to my gender so much as due to
my networking skills or the perceived past skills of the ensemble.”
Q. 33. Have you ever felt that you received negative verbal feedback due to your sex?
*Does NOT have to be regarding assessments or competitions
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P7 “Women are not real band directors - expressed by City-wide administrator.”
P1 “My yelling voice is too intense and too high. I should work on making it deeper so it's
not so aggressive. My answer is frequently.”
P20 “The head principal at my second school was very derogatory toward myself and my
teaching techniques, because I was female. I know this because I continued some of the
same traditions and techniques that my male predecessors used and was reprimanded. I
was also not the only female teacher who felt this way. It got so bad that I decided to cut
my losses and leave the job.”
Q. 35. Have you ever felt that you received negative written feedback due to your
sex? *Does NOT have to be regarding assessments or competitions.
P18 “Sometimes. I had an administrator (female) say I should be warmer and maybe
consider decorating my classroom. She sure didn't say that to male teachers.”
Q. 37. Do you feel your race is represented well within the band community?
P3 “I am white. It is not fair that under represented educators have a more difficult time
acquiring a job.”
P15 “Too much so.”
Q. 38. Do you feel your gender is represented well within the band community?
P12 “Yes, when it comes to music educators. Administrators and music coordinators tend
to be male.”
P10 “Yes, among performers. No, among teachers/conductors.”
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Q. 39. Do you feel there is a gender gap within the band director profession?

(As

defined by the Encyclopædia Britannica, gender gap is noted as the, “Difference in
opinions or attitudes between men and women concerning a variety of public and
private issues.)
P7 “Great improvement since I began teaching in 1966.”
Q. 40. Do you have any additional thoughts or experiences you would like to share
related to this topic?
P13 “No.”
P7 “You did not include the age category of the 1940's. Those of us in the profession for
35-40 years have observed the progress women have made. Extraordinary woman led the
way in opening band conducting jobs in high school, university, the military and even
reaching international prominence as conductors of symphony orchestras. Bravo to the
pioneers who fought for the right to teach instrumental music.”
P21 “Most of the experiences that come to mind are ones that are not explicitly
discriminatory, but rather I "miss out" on opportunities on a personal and professional level
in my field because I'm not "one of the boys". I don't engage in sexist comments or "jokes",
and I am left out of conversations about sports (though I am a sports fan!), etc. When I
have had opportunities to be a guest conductor or clinician, I've always had at least one
female-identifying student come up to me and share that I'm the first woman band director
they've seen or worked with. There are definitely more women gaining respect in the field
(though overwhelmingly white women), but we do have a long way to go.”
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P22 “I feel like in my area women are "expected" to teach elementary or middle school
band, and not high school band.”
P23 “Thank you for your research! Best of luck.”
P1 “I am finishing my dissertation on female high school band directors in Florida. Please
please please email me. I'd love to talk to you more about this.”
P11 “I do not share my experiences with my mentors or colleagues anymore because I am
always told "it could have been worse", "that sounds bad but you can find another job", "he
isn't that bad", "he doesn't know what he said (or did) was wrong", etc. What they do not
know is I tell them the "mild" stories of sexism to see how they react and if I can trust them
with other stories. I have not found one person that I can confide in as a professional in my
field that would take what I say seriously. I think this is because I have only had male
mentors and have not found a female mentor. I do not tell them the problematic sexual
assault or misogyny because (from my experience) people tend to defend/support the male
and see the female as a complainer or liar. People still remain friends with the people I
describe as sexist or discriminatory against myself because they are older males in the
professional band world and I am a young/female high school band director that does not
hold any "power" in the band world.”
P12 “I feel women are well represented in the area of music education, but less so in
performance/adjudication/arts administration roles. This is not unusual in education as a
whole, but something that does seem very imbalanced.”
P24 “The gender gap in band directors is getting better, but there is still a prevalence of
"old school" male band directors (usually close to retirement at this point). Their influence
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is painfully obvious at state conferences, where most presentations are done by them. One
memorable moment at a conducting master class: We were asked to partner up (my partner
was a male) and watch each other conduct. The facilitator (an older male, 60-70) then asked
us to conduct and I quote, "stare at each other's chests." It made me feel extremely awkward
and revealed how much that facilitator was ignoring the existence of females in the room.”
P2 “I grew up in a neighborhood of mostly boys, and so as one of the only girls around, I
was “one of the boys”. I have always felt comfortable speaking my mind and working hard
to keep up with anyone around me. Sometimes I feel that we (as humans) tend to focus on
a trait that we perceive as a weakness that we have, and if something doesn’t go well, we
are hypersensitive to that trait and use it as a scapegoat rather than checking all possible
reasons. I do believe in my career as an educator I have had some recent moments of “not
being heard” by admin because of my gender, but then pulled back my scope and realized,
he didn’t listen to anyone. My immediate reaction was “it’s because I’m a girl”. Which
might be the case, but I have seen him also not listening to men in a similar situation. I
have had men talk to me condescendingly in other scenarios, but in the band world, never.
Maybe I’m lucky and surrounded by great colleagues, or maybe I just hold my own, or
maybe I just don’t look for micro aggressions and like to think more positively of people.
(This is not meant to be a condescending remark, I truly have not felt unequal to any male
directors in my lifetime.) I’m not saying others have not blatantly told other female
directors “you’re a girl you can never do as well as us”, but it seems the directors I work
with are hypercritical of varying degrees of teaching philosophies, not gender.)”
P25 “My college advisor felt that women should not be high school directors. I made it my
mission to prove that belief is incorrect.”
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P26 “My gender has played a negative role in regards to my experiences as a percussionist.
The only "mentor" I ever (kind of) had, treated me differently than my Male percussionist
friends and at one point he purposefully got me drunk and tried to have sex with me. Even
after that incident I continued to try but to ask him mentoring questions but he had no
interest in keeping that kind of relationship. I am not taken seriously, have been ignored,
and am usually only asked questions about mallet percussion - less about drumming.
Because much of my life has been spent in male dominated areas, I had to relearn how to
have female relationships as an adult. I am not only a minority as a female band director,
but an even bigger minority as a female percussionist band director.”
P20 “I have not only had many experiences where people have spoken negatively of me/my
skills as a band director, but I have also seen experiences where my female mentors have
had some of the same experiences. I absolutely feel that being a female band Director is
extremely frustrating at time, because my choices are always questioned by parents, other
professionals, and the community. I know, from observing male directors, that male
directors are allowed to make disciplinary decisions without repercussions, but it is not the
same with myself and other female directors.”
P19 “Moving into my 26th year of teaching I do feel that things have gotten better in
relation to both gender and race in our field, at least in the areas in which I have taught.
However, until my fine arts director doesn't feel the need to say things like "wow, my ladies
are really kicking my gentleman's asses at this festival" while still primarily employing
women at the MS level and not the HS level we've still got work to do.”
P27 “If you’d like to reach out to me about being a female band director in the military
world let me know.... that may be a can of worms you don’t want to open.”
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P16 “I have had male band directors that I work with make sexual comments toward me
or comments about my appearance in 2 different districts. Both times they were 20 years
older than me and married with children. I have also had one of them touch me
inappropriately. There is a huge sexual harassment issue within the band world and also in
DCI.”
P28 “There are more women directors than there were several years ago in my area, but
there is definitely still a “good ole boys club” that’s very apparent at marching and concert
contest settings. A male staff member is usually asked if they are the director instead of
myself.”
P29 “In the early 1970's when I was in undergraduate school I knew that to be fairly
considered for employment at the high school level I would need to be better than my male
counterparts. I spent my career being absolutely the best teacher I could be and my bands
reflected that in their performance. Excellence is not gender-or race-based!”
P30 “I'm happy to discuss this topic at length if you have any questions based on my
responses. Feel free to reach out to me.”
P31 “I feel like a big reason for being underestimated by anyone is because I look young,
even though I don't dress or behave young. I feel like I can't get respect from some local
band directors because I am younger than them by 10-20 years.”
P32 “I am fortunate to teach in Texas where we have many examples of very successful
women in the band community. I have also been fortunate to have successful women as
mentors throughout my career. My first experience with a woman mentor was the first time
I ever felt like- wow, this person is exactly who I need to talk to because she is talking

113

about things exactly the way I feel or perceive them. And she was fabulous. Working with
her was the first time I ever felt like an accomplished band director, even though I had been
doing some good things and had a good reputation in our area. The negative experiences
that I had were early in my career when the district was full of older white men who could
not cope well with the changing demographics of our area. It was even said by one of them
that I would be the cause of the "ruination of music in our district." As it has happened, I
am not only now the most veteran band director in the district, but also the most
accomplished, having achieved more than anyone has been able to in our socioeconomically disadvantaged community. All that to say- once those directors were gone, I
have not experienced any other negativity in my field due to my gender or race.”
P33 “In regard to the questions about whether I feel that my sex or race is an advantage I
wanted to clarify my answers. By marking never, I don't mean that my sex or race has been
a disadvantage, just that I don't feel that I have experienced advantages or disadvantages
because of my sex or race.”
P34 “I did not have a mentor right away. Once I did, she was white.”
P35 “My husband often accompanies the band and I when attending events and he is
regularly greeted like he is the band director by event staff while I receive a dismissive
smile.”
P36 “Both of my coteachers and all of my administrators are white women like myself.
Were I in a setting where there were more men I think my answers might have been
different.”
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P37 “I have felt most frequently that incorrect impressions about my capabilities have been
made due to my age more than anything. People see someone who looks younger (Filipinos
typically look younger for their age) and they assume that I am inexperienced. I feel that I
have been not considered for opportunities because of my age, but I wonder if this will still
hold true when I am older and then reveal itself as discrimination because of my sex or
race instead. I have also been pooled into a minority category with my black colleagues. I
was told after not getting a job that although I was a woman of color, they were excited
that they hired a black man and therefore they felt as if they were "hitting the diversity
mark."
P17 “As a young female on a staff of all males, it is frustrating to be praised for what I
have accomplished in the past, and then not offered the opportunity to show what I can do.
For example, I have extensive experience in the marching arts, and was told I would be
doing visual and leadership; I do not have control over either aspect, and my male
colleagues do not ask for my opinions. I feel very small in a place where I want to grow,
but it is so hard to grow without sunlight.”
P38 “I feel that most negative experiences in this male dominated field are much more
subtle, like an offhanded comment or simply ignore women’s comments. I sincerely wish
I had a female mentor early on in my career. I definitely felt the need to project masculinity
when I first started because that’s all I ever knew. Luckily, I met many inspiring women
over the years that have helped me come to peace with my conductor and teacher persona.”
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